The role and function of the department chairperson at large North Carolina community colleges by Dymmel, Richard Roy & NC DOCKS at The University of North Carolina at Greensboro
INFORMATION TO USERS 
This manuscript has been reproduced from the microfilm master. UMI 
films the text directly from the original or copy submitted. Thus, some 
thesis and dissertation copies are in typewriter face, while others may be 
from any type of computer printer. 
The quality of this reproduction is dependent upon the quality of the 
copy submitted. Broken or indistinct print, colored or poor quality 
illustrations and photographs, print bleedthrough, substandard margins, 
and improper alignment can adversely affect reproduction. 
In the unlikely event that the author did not send UMI a complete 
manuscript and there are missing pages, these will be noted. Also, if 
unauthorized copyright material had to be removed, a note will indicate 
the deletion. 
Oversize materials (e.g., maps, drawings, charts) are reproduced by 
sectioning the original, beginning at the upper left-hand corner and 
continuing from left to right in equal sections with small overlaps. Each 
original is also photographed in one exposure and is included in reduced 
form at the back of the book. 
Photographs included in the original manuscript have been reproduced 
xerographically in this copy. Higher quality 6" x 9" black and white 
photographic prints are available for any photographs or illustrations 
appearing in this copy for an additional charge. Contact UMI directly to 
order. 
UMI 
A Bell & Howell Infonnation Company 
300 North ZeebRoad, Ann Arbor :MJ 48106-1346 USA 
313/761-4700 800/521~600 

The Role and Function of the 
Department Chairperson 
at Large North Carolina 
Community Colleges 
by 
Richard Roy Dymmel 
A Dissertation Submitted to the 
Faculty of The Graduate School at 
The University of North Carolina at Greensboro 
in Partial Fulfillment of 
the Requirements for the Degree of 
Doctor of Education 
Greensboro 
1996 
Approved by 
Committee Co-chairpersons 
,·· / "'7 J 
~ce·f~ J 
Dr. Dale L. Brubaker 
h Bryson 
issertation Advisor 
- --· -------
UMI Number: 9632134 
UMI Microfonn 9632134 
Copyright 1996, by UMI Company. All rights reserved. 
This microfonn edition is protected against unauthorized 
copying under Title 17, United States Code. 
UMI 
300 North Zeeb Road 
Ann Arbor, MI 48103 
© 1996 by Richard R. Dymmel 
-------- ----
APPROVAL PAGE 
This dissertation has been approved by the following committee of the 
faculty of the Graduate School at the University of North Carolina 
Greensboro. 
Committee Co-chairpersons: 
~i~ 
Dale L. Brubaker 
Committee Members: 
1-! /, [ /(~- ~ 
Harvey Svi SllaP: 
/44ff:;;;l4;;/ 
Keith C. Wright 7 
~ .)--7 ,?ty£ 
Date ;r ptance by Committee 
~;r.n /RZP 
Date of Fin Oral ixamination 
ii 
DYMMEL, RICHARD R., Ed.D. The Role and Function of the Department 
Chairperson at Large North Carolina Community Colleges. (19BG) Direct<>d by Drs. 
Dale L. Brubaker and Joseph E. Bryson. 193 pp. 
The position of Department chair has been called the central point of the 
college. It has also been called the "swivel chair" because of the many customers it 
must serve. 
The purpose of this study was to look at how the department chairs and 
supervisors of department chairs at four of the largest community colleges in North 
Carolina describe the role of the chair and perceive its training needs. 
Chairs and supervisors fully agreed on only 4 of the 96 tasks as to whether 
they were part of the job. The most surprising finding was that in the survey data, 
there was only a 71% percent overall congruency of task expectations between the 
chair and hisn1er immediate supervisor. 
The primary conclusions are: (1) There are wide variations between colleges 
making it impossible to say "This is what a chair does." Each college decides for 
itself what responsibilities the chair has. (2) Even though there were written job 
descriptions, there remained disagreement as to what the chair was actually to do. 
Only 71% of the time did a chair and his/her supervisor respond alike. Even the 
number of hours of teaching and release time expected to perform the duties was 
often incongruent. (3) Forty five percent of the chairs felt they needed training to do 
his/her job. (4) Administrators need to assess the training needs within their faculty. 
(5) Studies could be done within colleges and across co1leges with varying uniform 
attributes to learn from each other. (6) Community colleges need to learn from four-
year institutions about governance style and uniformity. 
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CHAPTER ONE 
Introduction 
Introduction to the study 
J. J. Cribbin stated that "As all managers know and all business 
school graduates are destined to discover to their dismay, rules never seem 
to work out as formulated. They concentrate on what managers should do 
rather than on what they actually do." 1 This study will examine managers, 
specifically department chairs in community colleges, their roles, 
perceptions, and what they actually do. Most specifically this study will 
examine the congruence or incongruence that exists between the multiple 
views and perceptions of the community college department chair. 
Figure 1 
Four Views of the Department Chair's roles. 
Literature~ ~Description 
Self-percepJr h -tlrvisor 
1 Gribbin, J. J .. Leadership, Strategies for organizational 
effectiveness. New York: American Management Association, 1981, p.32 
-- -----·- ···--·- . - ··-·· -----------
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The role and function of the department chairperson, as Figure 1 
indicates, can be looked at through several lenses or from several 
perspectives. One lens is the written literature, both theoretical and 
research but mainly theoretical, that describes the role as it is or should or 
could be fulfilled. This, in general, portrays the chair as a leader involved 
·with faculty development and curriculum development. 
The second lens for examining this position 'Within an educational 
organization is the formal descriptions for actual positions. Written job 
descriptions and job postings for vacant position. This builds expectations 
for the chairperson ar~d begins to form their perception of what they are 
supposed to be doing - their role, their function. 
The third lens is the perceptions of individuals holding the position 
describing what it is they actually do and what they believe others expect 
of them in their job performance. What department chairpersons see 
themselves as doing may or may not parallel their actual job descriptions, 
superiors' expectations, or the job descriptions as advertised. This would 
lead to role conflict2 and personal stress3 . 
: Gmelch, W. H. & J. A. Torelli, "The Association of Role Conflict 
and Ambiguity with Administrator Stress and Burnout." Journal of 
School Leadership, !, May 1994, 341-356. 
J Gmelch, W. H. "What Stresses Department Chairs." CSDC Newsletter, 
v.4, n.2., 1995. (Available from Center for the Study of the 
Department Chair, Department of Educational Administration, 
Washington State University, Pullman, WA 99164-2136.) 
3 
The fourth lens is that of those holding positions above the 
department chair in the organizational hierarchy and what their 
perceptions and expectations are for the department chair. 
From job descriptions in advertisements, a basic assumption would 
be that a leader is wanted for department chair positions. A sampling of 
ads in The Chronicle of Higher Education for department chair and 
coordinator positions at two year and community colleges include phrases 
like: "to provide leadership," "responsible for management and leadership," 
and "responsible for providing services for the leadership, planning, 
development, ... " It sounds like they want "leaders." 
Gmelch4 says that the chair is caught in a dual role and must be 
like the god Janus with two faces looking in different directions acting as a 
conduit between the department and its faculty and the administration. 
The chair must at once be part of two different structures, two opposite 
cores of the college: the academic and the administrative5• He or she must 
be a leader in a loosely-coupled academic structure and also is at the same 
time part of a more traditional line-authority structure and style in the 
administrative side of the position. And they must operate in this dual role 
with little or no leadership or management training. "To balance the cores 
'Gmelch, W. H. "The paradox of the swivel chair." Center for the 
Study of the Department Chair CSDC Newsletter, 3, (1), 1993, p.1. 
" Ibid. , p. 1 . 
[and his or her roles] chairs must learn to SVI.rivel ''rithout appearing 
dizzy"6 • 
The department chair is a key position in the management of 
today's colleges•. But the people chosen to fill these positions may not be 
chosen because of their "training, experience or competency as an 
administrator"8 . And "the roles a chair must assume are often poorly 
defined, and conflicting expectations are common in terms of what deans, 
faculty members and chairs themselves expect ~he function of the chair to 
include"9 • Burns, Gmelch, and Gates summarized the role ambiguity and 
stress related to it in three questions: "What is the chair supposed to do? 
How does a chair do what needs to be done? And finally, do chairs have 
the training necessary to do the tasks associated v.rith the position?" 10 The 
perceived need for training will be examined. 
Statement of the Problem 
The problem is an apparent incongruency of thoughts on what the 
chairperson's role and responsibilities should be. 
Ibid. I p.l. 
Burns, J. S., w. H. Grnelch, & G. S. P. Gates. "The sources of 
stress for university academic department chairs in different 
academic disciplines.n Paper presented at the annual conference of 
the American Educational Research Association, Atlanta, GA., ( 1993, 
April) p.2. 
0 Ibid. I p. 2. 
' Ibid., p. 3. 
:•: Ibid., p.6. 
4 
5 
There appears to be a incongruence between what the literature 
says the role of the Department Chairperson could be, the benefits to the 
organization and the people of the organization from certain functions that 
the department chair could do, and what is actually happening. Job 
descriptions are often vague and do not cover detailed expectations. Figure 
2 is an illustration of the non-match of these descriptions and perceptions. 
Figure 2 
The multiple perceptions and descriptions 
don't always match each other 
Chairperson's 
perception 
Supervisor's 
perception 
Position as 
advertised 
,_ ____ Written job 
description 
----- Leadership 
literature 
In the literature the chair is often described as a key, pivotal 
position for focusing the members of the department in personal and 
departmental growth. The chair is repeatedly described as a change agent, 
a leader, a cheerleader and coach. Based on these descriptions, the 
department chairperson needs to have an increasing involvement in 
human resource development11 to take advantage of the multi-million 
EScott, J. H. (1990). "Role of Community College Department Chairs 
in Faculty Development." Community College Review, 18(3), p.12-16. 
(p.l2). 
------ --- .. ··-- ---
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dollar assets represented by faculty members 12• But department chairs are 
often bogged down in paperwork for budgets, distribution and collecting of 
attendance sheets, finding and hiring of adjunct faculty to teach classes 
and in attending meetings. 
Further demonstration of the gap is evident in the job descriptions 
in recruiting advertisements. Ads often mention leadership and creativity. 
Yet in reality the position is too often a cog in a bureaucracy v:ith little 
freedom to lead, be creative, affect change, or have any real power to 
innovate. 
Several studies have focused on the stress of being the chairperson. 
Some of this stress appears to come from a lack of communication of 
specific expectations. How a chairperson defines the job can be different 
from what his or her superiors and subordinates expect. The congruence of 
expectations between chairperson and supervisor "ill be examined. 
Other research studies speak to a lack of training for department 
chairs. Petrash13, writing about community college division chairs, says 
"Few new administrators recognize how their work will change, nor do 
-- Diehl, P. F. and R. D. Simpson. Investing in Junior Faculty: The 
Teaching Improvement Program (TIPs). Innovative Higher Education. 
13 (2), Spring/Summer 1989, 14 7-157. (p.147.) 
::r Petrash, David L. "The Instructor as Division Chair: Surviving the 
Change to Administration" Innovation Abstracts, V, 26, November 4, 
1988. David Petrash is Director, Fine Arts Division, Grayson County 
Community College, Denison, TX. 
they usually have the training to be effective managers." The perceptions 
of the need for training will be addressed in the study. 
Statement of Purpose of the Study 
The purpose of this study is to examine the congruence or 
incongruence that exists between the multiple views and perceptions of 
the community college department chair. The four views or perceptions 
being those of the literature's descriptions of the department chair as 
leader. written job descriptions, the reported functions and perceptions of 
department chairs, and the expectations and perceptions of the chair's 
supervisor. 
What Department Chairs actually do will be compared against the 
theoretical descriptions of the ideal department chair function as 
e:x-pressed in the theoretical literature and advertised job descriptions. 
If the literature's descriptions of a department chair's activity and 
responsibility and the actual activity of people filling the positions do not 
correspond, then a change in these roles may increase the quality of 
organizational life, increase the effectiveness and productivity of the 
faculty at these organizations, and make better use of these people as 
resources. 
7 
8 
The congruence o ... incongruence of perceptions of the role by the 
chair and his or her supervisor will be investigated. Incongruence of these 
perceptions and expectations leads to confusion and stress. 
The perception of a need for training to enhance job pe1formance 
will be investigated. The need will be assessed by both the chairperson and 
his or her supervisor. Number one on the list of stress factors for role 
ambiguity14 is "Feeling I am not adequately trained to handle my job." 
The results and end product of this study are intended to assist 
administrators and policy makers in assessing his or her own colleges and 
make decisions as to the present roles, and what they may desire the 
future roles of their department chairs to be. 
Questions to be Answered 
The four basic questions this study addresses are: 
(1) What do department chairs do? 
(2) Do they do what they think they should be doing? 
(3) Are they doing what their supervisor thinks they should be doing? 
( 4) Do they think they need training to do their job more effectively? 
Research Methodology 
-• Burns, JohnS., Walter H .Gmelch, & Gordon S. P. Gates. "The 
Sources of Stress for University Academic Department Chairs in 
Different Academic Disciplines." Paper submitted and read at the 
American Educational Research Association Conference, Atlanta, GA., 
(April, 1993) p. 8. 
----- -------------------------------------
The study focused on Department Chair roles in large Community 
Colleges in North Carolina. 
The research methodology for this study consists of two modes. 
First, the current literature on community college department chairs was 
examined. Second, a questionnaire was distributed, collected, and 
analyzed. 
9 
The questionnaires were distributed to 28 current chairpersons and 
their immediate supervisors at the four largest community colleges in 
North Carolina. The role of department chair was examined by analyzing 
responses to the questionnaire and reporting what the subjects reported as 
being their job function and role. The responses of each chairperson were 
compared to that of his or her supervisor to examine the congruence of 
expectations and perceptions. 
For each of the 97 tasks in the questionnaire, the chairperson and 
his or her supervisor was asked for their assessment of the need for 
training for the department chair. 
Chapter three contains a complete <;iescription of this study's 
methodology. 
The study could be used as a model for further study at other 
community colleges and at other organizations. Two critical uses would be 
for an assessment of perceptions and clarification of roles and the 
10 
reduction of role ambiguity and also an assessment of the training needs of 
chairpersons. 
Limitations/Delimitations 
The literature focused on community college department chairs is 
sparse. Therefore literature and studies centered on department chairs at 
community colleges and at four year institutions of higher education were 
included. To reduce the possible gap in applying the literature to this 
study, only the four largest community colleges in North Carolina were 
used in this study. Dempsey15, a president at a North Carolina community 
college, states that the two year colleges need to learn from the four year 
institutions about governance and management and become more like 
them. Therefore literature about roles of chairpersons at four year colleges 
is deemed applicable. 
This study is limited to the four largest community colleges in North 
Carolina. The North Carolina Department of Community Colleges groups 
colleges by Full Time Equivalent (FTE) student enrollment in their 
reports. Only four colleges fall into the largest category, those colleges with 
FTE over 5,000. This limits direct application of the finding because of the 
::, Dempsey, John R. (1992). "An Essay: Reflections of a College 
President# Community College Review, 20, 2, Fall 1992.p 47 Dempsey is 
President , Sandhills Community College, Pinehurst, North Carolina. 
size of the colleges, the small number of colleges, and the small sampling 
of chairs. 
11 
This group of community colleges was chosen because of their 
somewhat uniform size and being large enough so that the study may have 
broader application, particularly to small four year colleges and 
universities. Although this does create a limited cross-section, it is not 
truly representative of community colleges in general or all North Carolina 
community colleges. Specifically, smaller community colleges were 
excluded. 
Because of the small sample size caused by a limited number of 
community college chairpersons in the study, and the focus of the study 
being so narrow, only four community colleges in one state, the study is 
not generalizable. However, its usefulness lies in creating an awareness of 
the potential to educational organizations of the position of department 
chair or any first line supervisor and to initiate possible reassessment and 
communication of expectations for roles and responsibilities. Also because 
the number of respondents is small, the analysis will rely mainly on 
descriptive statistical measures. 
One limitation of this study is the access to department 
chairpersons. In contacting the selected colleges, a variety of responses 
ranging from immediate open access to contact subjects for the study 
(providing names and positions from within the organization), to access 
but being completely insulated from direct contact or identity of 
participants, (had to go through a willing intermediary at the college). 
Definitions 
12 
For purposes of this study job titles are whatever the colleges within 
this study say they are. The functions and titles used here are defined as 
follows. 
Administration refers to the non-instructional management staff at 
the college. These positions are in the organizational line authority in the 
hierarchy of power and authority within the organization. These positions 
are generally designated with titles such as Assistant Dean, Dean, Vice-
President, and President. 
Department Chair or Department Head or Chairnerson refers to the 
position as described in the individual organization's organizational chart 
and/or job titles or job descriptions. In some colleges the term division 
chair, department chair, coordinator, dean, assistant dean, or director may 
be used. Sometimes more than one of these titles are used at a single 
college. The respondents to this survey were selected from positions 
identified as "first line administrators" and their supervisors. ''First line 
administrator" is defined as someone supervising a unit with at least one 
-----------------------------------
13 
instructor/teacher either full-time or part-time under their di1·ect 
supervision or a budgetary responsibility. 
Facultv refers to the classroom instructional staff at the college. 
These role-holders are generally thought of as the classroom teachers. 
These may be full-time, part-time, permanent, or adjunct faculty. The 
chairperson often doubles as instructional faculty. 
Large community college. The North Carolina Department of 
Community Colleges (DCC) in its 1992 annual report 16 , divided its fifty 
eight colleges into five categories based on full time equivalent (FTE) 
student enrollment. Large is defined as the fifth group of colleges, those 
over 5,000 FTE. Table 3 shows the number of colleges in North Carolina in 
each general range of FTE generated. 
In 1992, the four community colleges in the fifth category1i, the 
largest colleges based on FTE, those with FTE in excess of 5,000, are Wake 
Community College (5,348 FTE), Guilford Technical Community College 
(6, 122 FTE), Fayetteville Community College (6,910 FTE), and Central 
Piedmont Community College (10,048 FTE). These four colleges were 
selected for this study. 
:o North Carolina Department of Community Colleges (1992). 1992 
Critical Success Factors for the North Carolina Community CO:ffege 
Svstem, Third Annual Report. Raleigh, NC: North Carolina Department 
of community Colleges, Planning and Research Section. (p.l3) 
:· Ibid., p. 13 
14 
Table 3 
Number of North Carolina community colleges grouped by FTE 
~ FTE in 91-92 Number of colleges 
I' 
Group 1 <1,000 8 
Group 2 1,000-1,999 24 
Group 3 2,000-2,999 14 
Group 4 3,000-4,999 8 
Group 5 >5,000 4 
Remainder of the study 
Chapter 2 provides a review of the literature in general and 
published research related to the community college chairperson. 
Chapter 3 presents the design and methodology of the study. 
Chapter 4 presents the research data and data analysis. 
Chapter 5 presents a summary, conclusions, and recommendations 
arising from the study. Questions raised in Chapter 1 are addressed. 
15 
Suggestions for future studies are included as well as recommendations for 
community college administrators. 
Appendix A is the survey instrument and related documents. 
Appendi'X B is a summary of the data collected. 
Appendix C contains selected resources such as advertisements for 
positions, job descriptions, job postings, and mission statements. 
16 
CHAPTER TWO 
Review of the literature and research 
Historical perspective 
The history of .American colleges dates back to 1636 and the 
lebrislative act by the Massachusetts General Court that led to the creation 
of Harvard College1• Following were such noteworthy institutions as 
William and Mary in 1693 and Yale in 1701. The early colleges were 
intended to groom, mold, and produce clergymen and statesmen. These 
were "vocational schools" in a broad definition of the terms. 
It was not until 172 7 ·with the founding of the Hollis Professorship 
of Mathematics and Natural Philosophy that science became at all 
relevant or important at Harvard2• But the American universities became 
more than the English model, an examining body for colleges, or the 
French model, an administrative body to oversee and regulate instruction. 
Nor was it solely preparation for learned professions as the German model. 
It became all of these. 
"Yet, because the German example is paramount, almost 
everywhere in the creation of an American university there 
was a fundamental attachment to the ... idea of a body of 
scholars pushing forward the frontiers of pure knowledge. "3. 
1 Rudolph, F. (1990). The American College and University- A 
History. Athens, GA: The University of Georgia Press. p. 4 
" Ibid., p. 28 
3 Ibid., p. 334 
17 
This focus on the graduate faculty and knowledge foste1·s a focus on small 
areas of knowledge and the creation of departments. A hierarchy of faculty 
status emerged, followed by departmentalization, "a symbolic statement of 
the disunity ofknowledge."4 
As the population grew, the demand for access to higher education 
grew. In 1851, Henry Tappan, president of the University of Michigan, 
\Villiam Mitchell, trustee at University of Georgia in 1859, and William 
Folwell, president of the University of Minnesota in 1869, all insisted that 
they could not become true research and professional development centers 
until they re:~nquished their lower-division preparatory work5 • Tllis 
mindset of these and several other prominent educators in the early 
twentieth century that universities abandon the freshman and sophomore 
classes and relegate these to a ne\v set of institutions to be called junior 
colleges gave birth to the junior I two year I community college. 
Then in the early 1900's there emerged a "need for workers to 
operate the nation's expanding industries"6 among other social forces. As 
social forces change, institutions change and evolve. Two year colleges 
Ibid., p. 399 
Cohen, A. M. & F. B. Brawer. The American Community College. San 
Francisco: Jossey-Bass Publishers, 1989. p. 3-4 
.; Ibid., p.l 
18 
changed from being ''lower division" colleges to include vocational training 
programs. 
From their beginnings until the 1940s, two year colleges were 
generally known as junior colleges. They offered two years of collegiate 
level instruction. In 1925, the official definition from the American 
Association of Junior Colleges included the statement that the junior 
college 
"may, and is likely to, develop a different type of curriculum 
.suited to the larger and ever-changing civic, religious, and 
vocational needs of the entire community in which the college 
is located." 7 
"Occupational training has become the rr ... ajor function in most 
community colleges."8 An interesting cycle is that in recent years, the 
vocational I career programs in the community colleges have become 
feeders to senior institutions which are becoming, in their O'\Vn way, their 
O'\\'TI form of vocational schools. 
The community college responds to the "needs of the entire 
community in which the college is located."9 The popularity of the 
community college in North Carolina response is testified to by Joyce. to 
Joyce said that in 1990 "one North Carolinian in ten", over 600,000 
Ibid., p. 3-4 
Ibid., p. 225 
3 Ibid., p. 4 
10 Joyce, R. P. (1990). "North Carolina's Community College System: 
Running It and Paying for It." Popular Government, 55(4), pp 2-12. 
19 
students, attended one of the 58 campuses of the North Carolina 
Community College System. 
Quantity of Literature 
In terms of leadership and organization, the position of dean is very 
close to that of department chair. Often the distinction may be only 
organization title and structure. Coladarci in writing on the literature 
available on the role of the academic dean stated: 
"I found with Adamic surprise, that the literature 
addressing this honorable estate could be read comfortably 
between a late breakfast and an early lunch -- and that the 
dearth in volume was not compensated for by substance.'' 11 
Moxley & Olsen say that "very litCe systematic research has been 
conducted"12 regarding the roles of department chairs. :Most of the 
literature is "anecdotal, impressionistic reflections on the author's 
experiences as chairperson."13 The volume of literature specifically 
addressing the academic dean and the department chair at the community 
college level is a small subgroup of this already limited volume. "Few 
'' Coladarci 1980, p.125, cited in McCarty, D. J. & Reyes, P. (1985). 
Models of institutional governance: Academic deans' decision-makinq 
patterns as evidenced bv chairoersons. (ERIC Document Reproduction 
Service No. ED 259 641), p.l. 
1
: Moxley, J. M. & Olsen, G. A. (1988). The Role of the Modern 
English Department Chair. Presented at the Annual Meeting of the 
Conference on College Composition and Communication (39th, St. Louis, 
MO, March 17-19, 1988). (ERIC Document Reproduction Service No. ED 
297 346) p. 2. 
:
3 Ibid., p. 1 
20 
efforts have focused solely on the community college chair."14 In searching 
for published research, only three actual research projects were discovered 
-two dissertations (Winner, 198915; French, 198016) and the recently 
published study by Seagren, Wheeler, Creswell, Miller, and VanHorn-
Grassmeyer (1994)17. 
The Academic department 
"American colleges and universities have been subject since colonial 
times to a variety of critical commentary. The most persistent, albP.it 
friendly, criticisms have come from ·within."IB This paper will be another 
friendly commentary aimed at strengthening the structure and 
competency of the community college for accomplishing its mission. 
At most higher education institutions compartmentalization of 
subject matter is well known and recognized as hyperspecialized 
:~ Seagren, A. T., D. W. Wheeler, J. W. Creswell, M. T. Miller, & K. 
VanHorn-Grassmeyer,. Academic Leadership in Community Colleges. 
Lincoln, Nebraska: University of Nebraska Press, 1994. p. 115 
:s Winner, Cornelia N. . "The Role and Function of the Department 
Chairperson at Delaware Technical and Community College.H Ed.D. 
diss., University of Delaware, 1989. (ERIC Document Reproduction 
Service No. ED 308 898). 
16 French, Janet B. "An Analysis of the Role and Professional 
Development Needs of the First-Line Administrators in the Technical 
Community Colleges of Nebraska" Ph.D. diss., University of Nebraska, 
August 1980. 
"
7 Seagren, Wheeler, Creswell, Miller, and VanHorn-Grassmeyer (1994) 
Academic Leadership in Community Colleges. 
ru Walker, D. E. & Holmes, D. C. "The University Professor ilnd His 
Department." The Educational Record, January 1960, pp. 34-36. (p. 
34). 
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organizations. But this structure "now carries weaker logic for the needs of 
students than it did two decades ago."l9 
"The position of department chairperson in the administrative 
structure of American colleges and universities is just over 100 years old 
in the more traditional academic disciplines"20 heading specialized, narrow 
fields of academic interest. But as business and industry make demands 
on education, this "polarization of interests"21 will cause tensions. In the 
evolution of higher education, some "colleges and institutions have 
established divisions of general education [and] colleges of basic studies"22 
in an attempt to reduce the compartmentalization and departmental 
autonomy. 
As community colleges developed after ·world War II, they were 
generally organized in divisions. These divisions were then headed by a 
person 'With limited teaching responsibilities and acted within a group of 
disciplines rather than a single discipline as at the university23 • In the 
19 Toombs, W. & Tierney, vi.. Meeting the Mandate: Renewing the 
College and Department Curriculum. ASHE-ERIC Higher Education Report 
No. 6. Washington, D.C.: The George Washington University School of 
Education and Human Development., 1991 p.6. 
20 Emmet, T. A •. Forward. In J. B. Bennett Managing the Academic 
Department Cases and Notes (pp. v-viii). Nev; York: American Council 
on Education, Macmillan Publishing Co., 1983, p. v 
:l Toombs & Tierney, 1991, Meeting the Mandate: Renewing the College 
and Department Curriculum. p. 7 
4 ~ Walker & Holmes (1960). The University Professor and His 
Department. pp. 34-36, p. 34 
:
3 Emmet (1983).in Bennett Managing the Academic Department Cases and 
Notes, p. vi 
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evolution of the community college, both a specialization of departments 
imitating four year institutions and divisions with broader interests have 
developed. At the community college level it is a common practice to have 
some "departments," i.e. a math department, and some "divisions," i.e. a 
business and industry services division. The administrative and 
leadership roles will be similar whether the organizational units are called 
departments or divisions. In Seagren et al's recent study of community 
colleges24 , 56.8% of the respondents said they headed a department and 
35.7% said they headed a division. 
The differences in subject/discipline structure of the organization 
should have less impact on the role and activity of the position than the 
differences between four-year institutions and community colleges. 
Although many community colleges are organized after the model of 
four-year institutions, its usefulness and appropriateness are questionable 
for the community college. Koehnline and Blocker say that "for most 
community colleges, the most effective operational units are divisions .... 
The academic division is more diversified than a traditional department ... 
[and] will include both 'pure' and 'applied' courses.''25 In assessing the 
24 Seagren, Wheeler, Creswell, Miller, and VanHorn-Grassrneyer, 1994, 
AcadefiUc Leadershio in Community Colleges. p. 30 
Koehnline, t'l. A. & c. E. Blocker. "The Division Chairman in the 
Community College." In James Brann & Thomas A. Emmet (Eds.) The 
AcadefiUc Department or Division Chairman: A Complex Role. Detroit, 
MI: Balamp Publishing, 1972, p. 146-147. 
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importance of goals and functions, Seagren et al's survey respondents at 
community colleges ranked the following six items of highest value26 and 
in this order: 
96.1% the concept of lifelong learning 
96.8% using a wide variety of teaching27 approaches 
94.0% general education 
92.8% preparing students to meet the needs ofbusiness/industryzs 
94.1% preparing students to meet the needs of the community 
88.7% occupational/technical education 
These responses are different from how these values/goals would be 
expected to be ranked by university and four-year college department 
chairs and faculty. Dempsey29 in writing about where community colleges 
and four-year colleges each have strengths that they should borro\v or 
learn from each other says, "the primary mission of community colleges is 
effective teaching. That ought to be the case at most four year colleges -
but all too often isn't." Mahaffey and Welsh30 in discussing and 
25 Seagren, Wheeler, Creswell, Miller, and VanHorn-Grassmeyer, 1994, 
Academic Leadership in Community Colleges. p. 45 
-· Dempsey, John R. {1992). "An Essay: Reflections of a College 
President" Communitv College Review, 20, 2, Fall 1992.p 47 Dempsey is 
President , Sandhills Community College, Pinehurst, North Carolina. 
29 ibid. "Often exit requirements are strict and rigorous" often 
monitored by state licensing examinations." 
29 ibid., p. 47. 
Jo Mahaffey, Jean & Michael F. vlelsh,. "Scholarship and the Vitality 
of a Community College Faculty." Community College Review, 21, 1, 
Summer 1993. pp 31-40, p. 31. 
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encouraging faculty scholarship at the community college, also state that 
"the first responsibility of the two-year college historically has been 
teaching (which is to say students), not to research." 
McClenney and McClenney31, in support of the second, fourth and 
fifth responses by community college instructors above, wrote that 
"Community colleges are diverse institutions with diverse priorities. By 
definition, they are institutions that respond to the unique needs of the 
local communities and broadly varying student populations." 
Fonte32, in his paper on financing, regulation, and orientation of 
community colleges adds the influence by some states to have community 
colleges be players "in economic development in their local areas by 
customizing training" to meet a local need. ''The basic mission of these 
colleges is to serve their local community." 
"Chairs work in complex organizations that to a large extent are 
open political systems. Departmental decision making is deeply involved 
with the maneuvering between groups and coalitions to maximize 
autonomy and control."33 As part of a political entity, the chairperson must 
31 McClenney, Kay M., & Byron N. McClenney. "Managing for Student 
Success and Institutional Effectiveness." AACJC Journal, April/May 
1988, p. 53. 
32 Fonte, Richard W. "The Impact of State Financing and regulation on 
the Local Orientation of Community Colleges." Community College 
Review, 21, 1, Summer 1993, pp 4-14. pp 12-13. 
~J Seagren, A. T., J. W. Creswell, D. W. Wheeler. The Department 
Chair, New Roles, Responsibilities and Challenges. ASHE-ERIC Higher 
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on occasion wage political warfare within the political arena of the 
administration, to defend or secure funding for their unit. In this the chair 
becomes a faculty member who is now part of the administration - the 
introduction of dual roles. Few community college department chairs are 
not active teaching faculty. 
Importance of the Department and the Chair 
Many have written on the importance of the departmental unit in 
the college. Murray says that "the department chairperson may be the 
singularly most important administrative position." 34 Anderson expanded 
that to say that "no administrative unit within the college or university 
has been so important, misunderstood, and maligned as the academic 
department." 35 The academic department is the "basic administrative unit 
of the institution, comprised of teachers and scholars responsible for 
instruction and research within a specialized field ofknowledge."36 Patton 
Education Report No. 1. Washington, DC: The George Washington 
University, School of Education and Human Development, 1993, p. 43. 
34 Murray, J. P. The Department Chairperson: The Confessions of a 
Researcher Turned Practitioner. (ERIC Document Reproduction Service 
No. ED 342 456), 1992. p. 1. 
35 Anderson, Kay J. In Defense of Departments, in Academic 
Departments, Dean McHenry and Associates (Eds.), San Francisco: 
Jessey-Bass, 1977, pp 1-12, cited in Gigliotti, Linda I. (1987), An 
Adaptation of Cameron's Model of Organizational Effectiveness at the 
Academic Department Level in Two-Year Community Colleges, Available 
from The Institute for Community College Research, Broome Community 
College, P.O.Box 1017, Binghamton, NY 13902; (ERIC Document 
Reproduction Service No. ED 284 614). p.1 
36 Gigliotti, Linda I. (1987), An Adaptation of Cameron's Model of 
Organizational Effectiveness at the Academic Department Level in Two-
Year Community Colleges, Available from The Institute for Community 
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said that "no one plays a larger part in determining the character of higher 
educational institutions than the department chairman." 37 .A.nd Seagren, 
et a1 say that 
"the department chair plays a vital role in the functions and 
success of higher education institutions ..... Chairs hold the 
key position in relation to promoting excellence in teaching, 
scholarship, and service, and are situated to manage 
administrative effectiveness and efficiency." 38 
Within that context, it is in the department that the curriculum is 
developed and expanded. It is within the departme~t that "faculty and 
students most closely identify."39 It is within the department that faculty 
will build a basis for tenure and promotion (where applicable). It is in 
departments in an institution where the life and activity of the institution 
occurs. "It is at the departmental level that the real business of the 
institution ... is conducted. "40 
College Research, Broome Community College, P.O.Box 1017, Binghamton, 
NY 13902; (ERIC Document Reproduction Service No. ED 284 614) p.1 
37 Patton, R. D .. Editorial: The Department Chairman. Journal of 
Higher Education, 32, (1961), pp 459-461, p. 459. 
~o Seagren, Wheeler, Creswell, Miller, and VanHorn-Grassmeyer, 1994, 
Academic LeadershiP in Community Colleges., p. 5 
_, Gigliotti, 1987, An Adaptation of Cameron's Model of 
Organizational Effectiveness at the Academic Department Level in Two-
Year Community Colleges, p.2. 
•o Bennett, J. B. & D. J. Figuli (Eds.). Enhancing Departmental 
LeadershiP, The Roles of the Chairperson. New York: American Council 
on Education, Macmillan Publishing Co. (1990), p. xi. 
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Within that structure, the department becomes not only the 
academic unit but also an economic unit of the organization's structure.-H 
This imposes another role into the department chairperson's array of roles, 
that of director of a "profit center." This profit center will bring about 
financial accountability and financial resource gathering. Department 
chairs will have to become entrepreneurs as financial and other resources 
recede. 
"Most colleges and universities are reorganizing their management 
and rethinking their academic response to financial pressures .... 80 per 
cent have clamped down on spending-."42 li'ifty percent of institutions 
surveyed said they "had introduced or expanded 'revenue-generating' 
academic programs. "43 
In a contrasting opinion Moxley and Olsen seem to relate a decline 
in importance in the position of department chair. They say that the role of 
the English department chair has changed from being "once a power-
broker, ... [to] becoming more [of] a bureaucratic office manager." 44 
~ 1 Bennett, J. B. Managing the Academic Department Cases and Notes. 
New York: American Council on Education, Macmillan Publishing Co., 
1983, p. 168 
~ 2 Blurnenstyk, G. (1994). "Feeling the Pinch.'' The Chronicle of 
Higher Education, XL, 44, July 27, 1994, p. A29. 
'
3 Ibid. 
H Moxley, J. M. & G. A. Olsen. The Role of the Modern English 
Department Chair. Presented at the Annual Meeting of the Conference 
on College Composition and Communication (39th, St. Louis, MO, March 
17-19, 1988). (ERIC Document Reproduction Service No. ED 297 346), p. 
1. 
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Faculty, and the chairperson is usually also part-time teaching 
faculty, want control over their programs. A collegial model of governance 
is more generally in place at four-year colleges. Dempsey+" says that 
this collegial model is not only time-honored but good 
management practice. Faculty members, after all, are the 
"line" officers of educational institutions. Their role in the 
governance of those institutions should be central .... True 
collegial governance is relatively rare in community colleges. 
All too often, community college faculty are considered 
"employees" and given only limited input into the design of 
educational programs ... Community college faculty should 
more properly be treated as professionals - people with 
unique insights into what is possible and proper for their 
institutions. Community colleges need to move forcefully in 
the direction of greater faculty participation in governance. 
Large commur: :ty colleges are often thought of as '1ittle colleges" 
because they do offer many "college transfer" programs (take the first two 
years here, then transfer it to a bigger school for the last two years). This 
is why some of the literature about college department chairpersons is 
included here. But the community college environment is not the same as 
at a four-year college. Dempsey thinks this is among the areas where 
community colleges need to learn and borrow from the four-year 
institutions. 
Role Ambiguity 
;s Dempsey, John R. (1992). ''An Es!3ay: Reflections of a College 
Presidentn Community College Review, 20, 2, Fall 1992.p 47 Dempsey is 
President , Sandhills Community College, Pinehurst, North Carolina. 
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Changing roles and undefined roles ("You're lucky if you have a job 
description" states Filan46 , who's primary interest is the community 
college) - and multiple sets of expectations all lead to ambiguity and 
conflict. 
Role expectations imply futurity, or at least continuity, in the 
orientation of an incumbent to a position. Expectations imply 
sanctions. Behavior conforming to expectation will usually be 
rewarded (at least not punished). Expectations delimit both 
obligations and rights. . .. Expectations for a role can be held 
by many people, and vary according to individual perception 
of the role. 47 
This variance of expectations may be small or large. Reducing the 
variance would be to reduce the role conflict and ambiguity. Role conflict 
had a substantial relationship48 to one "stress factor" and role ambiguity 
had a "moderate relationship" to the same stress factor according to 
Gmelch and Torelli's study. 
Gmelch and Torelli49, in their 1994 paper on the study of stress and 
burnout say "the roles administrators must perform may not be clearly 
articulated in terms of behaviors and performance expectations." Several 
~~ Filan quoted in Douglas, L. (1994). Management Skills Programs 
Prep Future CC Deans, Presidents. Community College Week, ~, #19, May 
9, 1994, p. 7. 
~ 7 Achilles, Charles M. "The Perceived and Expected Role(s) of the 
State Division of Vocational Education." Doctoral dissertation, 
University of Rochester, Rochester, NY. 1967. p. 19. 
48 Gmelch, W. H. and Joseph A. Torelli. "The Association of Role 
Conflict and Ambiguity with Administrator Stress and Burnout." 
Journal of School Leadership, 4, May 1994. pp 341-356. p.348 
ibid. p.345 
----- --- -----
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authors have written about the ambiguity and related stress of the role 
conflict (not cleru:ly articulated behaviors), role ambiguity (not clearly 
articulated performance expectations), and the complex role of this 
position (Gmelch50; Gmelch & Torelli51 ; Bennett & Figuli52; Goldenbergi1 ; 
Murray54). The roles include the chair being an academic leader, 
administrator, entrepreneur (Bennett55; Bennett & Figuli56), defender of 
the discipline, defender of the budget, custodian of standards 
(Goldenberg57; Bennett58), faculty member, administrator, and 
communicator to administration, faculty, students. and the community. 
Part of the ambiguity and blind definition of the chair's position 
comes from the varied expectations of the chair's various audiences. "It 
_ .. Gmelch, Vl. H. (1995) "Vlhat Stresses Depa=~:nent Chai=s." CSDC 
Newsletter, v.4, n.2. (Available from Center for the Study of the 
Deoartment Chair, Department of Educational Administration, 
Wa~hington State University, Pullman, I·IA 99164-2136. l 
:; Gmelch, W. H. & J. A. Torelli. "The Associe1tion of Role Conflict 
and Ambiguity with Administrator Stress and Burnout. Journal of 
School Leadership, i 1 May 1994, 341-356. 
Bennett & Figuli (1990). Enhancing Departmental Leadershio, The 
Roles of the Chairoerson. 
o~ Goldenberg, Myrna. "Common and Uncommon Concerns: The Complex Role 
of the Community College Department Chair." In Bennett, J. B. & 
Figuli, D. J. (Eds.). Enhancing Deoartmental Leadership, The Roles of 
the Chairperson. New York: American Council on Education, Macmillan 
Publishing Co., 1990. 
54 Murray, (1992). The Department Chairperson: The Confessions of a 
Researcher Turned Practitioner. (ERIC Document Reproduction Service 
No. ED 342 456). p.11. 
~ 5 Bennett (1983). Managing the Academic Department Cases and Notes, 
p_.168. 
~o Bennett & Figuli {1990). Enhancing Departmental Leadership, The 
Roles of the Chairperson. p. xv 
Goldenberg (1990). "Common and Uncommon Concerns: The Complex Role 
of the Community College Department Chair," p. 17-18 
ss Bennett (1983). Manaaing the Academic Department Cases and Notes, 
p. 170 
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becomes imperative to identify the expectations others have of 
chairpersons. "59 
Coil and Rice60 in writing about role conflict say that "greater 
complexity in function often generates specific areas of role conflict, which 
can cause decreased effectiveness." They further say that "unresolved 
conflict in [in a job may be] due to rigid organizational policies." (note Tom 
Peters comments on reduction of policies at "excellent companies.") The 
specific role that Coli and Rice were examining also was "receiving 
conflicting messages from various campus groups, such as faculty and 
administration, about what they should be doing." 
One definitive study was found that addressed the specific 
expectations of the community college department chair. Winner61 
surveyed department chairs, their supervisors and faculty at Delaware 
community colleges regarding what they thought the roles and 
responsibilities of the department chair should be. With forty-eight 
possible functions listed for the chair, there was 90% agreement on only 
twenty-eighty (58%) of the forty eight functions. 
59 Murray, ( 1992). "The Department Chairperson: The Confessions of a 
Researcher Turned Practitioner. 0 (ERIC Document Reproduction Service 
No. ED 342 456). p.1. 
6° Call, Kenneth M. & Robert L. Rice. "Role conflict Among Community 
College Counselors." Community College Review, 21, 1, Swnrner 1993, pp 
58-67. p 58. 
61 Winner, (1989). The Role and Function of the Department Chairperson 
at Delaware Technical and Community College. 
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Two other studies of community college chair persons were found. 
One is a dissertation by Janet B. French.62 Her study compared the 
expectations of department chairs and their supervisors yielding only 
partial uniformity in expectations. 
The last is a study involving almost three thousand responses from 
community college department chairs by Seagren, et al63 • That study 
compiled community college department chairs' profiles and activities. 
"Clearly, ... there [is an] existence of pluralistic, 
conflicting perspectives on the role of department 
chairpersons."64 "It appears that faculty, administrators, and 
even the incumbents cannot agree on what they expect of a 
chairperson .... A chairperson in a two-year college on a daily 
basis encounte.~·,; demands that conflict because of the 
expectations others have of the chairperson."65 "Many 
problems can be avoided when people understand exactly 
what you expect ofthem."66 
"Recently [pre September 1988], Bakersfield College67 examined the 
role of the Department Chair as seen by the Faculty, Administration and 
6
: French, (1980). An Analysis of the Role and Professional 
Development Needs of the First-Line Administrators in the Technical 
Community Colleges of Nebraska. 
"" Seagren, Wheeler, Creswell, Miller, and VanHorn-Grassmeyer, 1994, 
Academic Leadership in Community Colleges. 
o• Murray, { 1992) . The Department Chairper:::on: The Confessions of a 
Researcher Turned Practitioner. (ERIC Document Reproduction Service 
No. ED 342 456). p. 3. 
"
5 Ibid. p. 14. 
c~ Roueche, S. D. "'The Instructor as Division Chair: Survivinq the 
Change to Administration." Innovation Abstracts, X, 26, November 4, 
1988. Austin, TX: National Institute for Staff and Organizational 
Development (NISOD), University of Texas at Austin, Austin, Texas 
78712. (ERIC Document Reproduction Service No. ED 301 294). 
67 Bakersfield College is at 1801 Panorama Drive, Bakersfield, CA 
93305 
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Department Chairs. The results of this study revealed that th~ department 
chairs found themselves in a difficult position by attempting to serve two 
masters, the faculty and the administration. "68 
Role conflict is not resolved by simply creating more explicit and 
lengthy written job descriptions. It is resolved by communicating. Tom 
Peters described a company where the entire policy manual was one 
sentence- the owner said "We've developed a philosophy where people talk 
to each other!"69 Time and again Peters cites less rigid policies and policy 
manuals - Hewlett Packard70: "[not] have a tight, military-type 
organization, but rather ... give people the freedom to work." Dana 
Corporation71 in 1973 reduced 22 112 inches of policy manuals to a one-
page statement of philosophy. McPherson, Dana's chief executive says, 
Vve didn't waste time with foolishness. We didn't have 
procedures, we didn't have a lot of staff people. We let 
everybody do their job on the basis of what they need, what 
they say they'll do, and what their results are. And we gave 
them enough time to do it .... We had better start admitting 
that the most important people in an organization are those 
who actually provide a service or ... add value ... not those 
who administer the activity.72 
66 Roueche, S. D. "The Role of the Department Chair. " Innovation 
Abstracts, ~' 19, September 16, 1988. Austin, TX: National Institute 
for Staff and Organizational Development (NISOD}, University of Texas 
at Austin, Austin, Texas 78712. (ERIC Document Reproduction Service 
No. ED 301 294}. 
69 Peters, Thomas J. A Passion for Customers. CBS/FOX Video, 
Farmington Hills, MI 48024. 1967. Videocassette. 
70 Peters, Thomas J. & Robert H. Waterman, Jr •. In Search of 
Excellence. Warner Books; New York, 1982. p. 245. 
Ibid., p. 248. 
.... Ibid. I p. 250. 
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Peters73 cites more examples of"Less [written rules] is More 
[freedom, unity of purpose, and productivity] (Again)" at Nordstrom, l\1ars, 
Dayton Power and Light, and \Vorthington. The key is shared philosophy 
and understanding and communication. 
The chairperson stands or sits in the intersection between students, 
faculty and the administration. Chairs have been called the single most 
important link in the campus structure between administrators, faculty, 
programs, and students (\Valtzer7-t; Seagren, Creswell, & Wheeler75). They 
must turn to face each in turn and defend the others. The term has 
emerged more than once that the departmental .::hairperson sits in the 
"swivel chair" (Gmelch76; Caplow and McGee77). "The job is many 
faceted. "78 • Seagren, et al "encourage chairs to clarify and negotiate roles 
Peters, Tom. Thriving on Chaos. Harper & Row, New York, 1987. pp 
455-456. 
-~ via1tzer, H. The Job of Academic dcoartmer:.t Chairoer.:::on. 
t·iashington, DC: American Council on Education., 1975. p. 5. 
-: Seagren, Creswell, Wheeler (1993). The Department Chair, New 
Roles, Responsibilities and Challenaes, p. 3. 
·- Gmelch, W. H. (1993) "The Paradox of the Swivel Chair." CSDC 
Newsletter, v.3, n.l. (Available from Center for the Study of the 
Department Chair, Department of Educational Administration, 
viashington State University, Pullman, WA 99164-2136. l 
-- Caplow, T. and R. J. McGee. The Academic Marketplace. Garden City, 
NY: Anchor Books, 1965. 
-= Murray, (1992). "The Department Chairperson: The Confessions of a 
Researcher Turned Practitioner," (ERIC Document Reproduction Service 
No. ED 342 456). p. 9 
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with faculty and upper administrators" because roles were "implied more 
often than explicitly spelled out." 79 
"It is often a successful teacher who is chosen for the job [of 
department chair]. Unfortunately, many of the joys of teaching are not to 
be found in the role of division chair. ... Nor do they have the training to 
be effective managers."80 One of the implications/recommendations from 
Seagren, et al81 is that community colleges need to deliver professional 
development programs that meet the needs of faculty and administrators 
including communication and interpersonal skills, creating a positive work 
environment, facilitating meetings, and other topics.s2 "Given the 
importance of the chair position, chairs should be the major focus of 
leadership development."83 Filan conducts a leadership program84 
specifically aimed at community college department chairs. 
A multiplicity of complex roles and responsibilities, yet, in general 
there is no training for these positions. Filan, director of the National 
Community College Chair Academy (NCCCA) is quoted by Douglas as 
79 Seagren, Wheeler, Creswell, ~ller, and VanHorn-Grassmeyer, 1994, 
Academic Leadership in Community Colleges. p. 57. 
80 Roueche (November 1988). The Instructor as Division Chair: 
Surviving the Change to Administration. 
81 Seagren, Wheeler, Creswell, Miller, and VanHorn-Grassmeyer, 1994, 
Academic Leadership in Community Colleges. p. 28. 
"· Ibid., p. 67. 
83 Ibid., p. 119. 
84 Filan, Gary. The National Community College Chair Academy, Mesa 
Community College, 1833 West Southern Ave., Mesa, AZ 85202. 
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saying that "it's ironic that for the private sector they spend billions in this 
area [leadership training], while we [in education] spend minimally at 
best. One day you're ... teaching chemistry ... the next, an academic 
leader." 85 
"The major differences between the community college chair and 
the chairs in other types of colleges are the result of the differences 
between the purposes of community colleges and the purposes of other 
institutions of higher education."86 
U nigueness of the Community College Setting 
If those three fronts aren't enough. the community college has a 
fourth that other higher education institutions don't have. The community 
college, by its definition and mission, is much more closely related to the 
local community it serves. It "alone among higher education institutions, 
lives with an omnipresent public."87 This "omnipresent public" affects some 
aspects of the community college department chair different than at other 
higher education institutions. The community college "is integrated into 
the everyday life and formal and informal political structures of the 
community ."88 
c~ Douglas, L. "Management Skills Programs Prep Future CC Deans, 
Presidents." Community College Week, 6, #19, May 9, 1994, p. 7. 
96 Goldenberg ( 1990) . "Common and Uncommon Concerne: The Complex Role 
of the Community College Department Chair," p. 6. 
~-:' Ibid. , p. 18 . 
~= Ibid., p. 18. 
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And when a community college department chair deals with a 
student, they are generally NOT the traditional18 to 22 year old student 
found in four-year institutions and are likely to treat the complaint 
process much more seriously.89 A student complaint in a community 
college has the "immediacy of a time bomb because the students who 
complain are also citizens with ties to local newspapers, the various civic 
groups, and often the funding agencies of the college."90 
For example: At the 1993 commencement for Guilford Technical 
Community College91 , 92 there were two especially significant graduates 
among the 150 adult high school graduates receiving their G.E.D.s. The 
first was the 59 year old CEO of a local Fortune 500 company with 4000 
employees and $750,000,000 in revenues. He is an active and prominent 
community leader. The second was his 34 year old son. 
Different !\fissions 
It was suggested that this literature review include the area of 
department chair at four year and university institutions. However, the 
foci of faculty and departments at the community college and at 
89 Ibid., p. 20. 
90 Ibid., p. 20. 
91 Schlosser, Jim. "Guilford Mills exec goes back to school." News & 
Record, Greensboro, NC, Vol. 104, No. 217, Friday, August 5, 1994, 
OJ'. A1. 
~- Williams, Jason. "Guilford Mills executive receives GED diploma." 
News & Record, Greensboro, NC, Vol. 104, No. 218, Saturday, August 6, 
1994, pp. Bl. 
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universities is considerably different. Granted most universities will 
include "teaching" in their mission statement, sometimes even listed first, 
but at the community college "teaching" is a much stronger component of 
the fabric of the mission. The Commission on the Future of Community 
Colleges of the American .Association of Community and Junior Colleges 
stated that "the community college should be the nation's premier teaching 
institution." 93 In Ha'\\rthorne & Smith's study at community colleges, "98 
percent of the respondents said that the primary mission of their 
institution was teaching." 94 
In comparison, research and publication is more highly prized at the 
university level, even to the exclusion of teaching. Briefly, only to 
illustrate and not to belabor the point since that is not the purpose of this 
paper, evidence of this research emphasis at universities from three recent 
articles in the Chronicle of Higher Education and Community College 
Week: 
Burdin his article on investigations into research fraud at the 
University of Pittsburgh refers to concerns that if the institution is 
?J Commission on the Future of Community Colleges of the Americ~n 
Association of Community and Junior Colleges 1988, p. 28. 
''
4 Hawthorne, E. M. & A. B. Smith. "Improving Teaching and Le~rning 
in Community Colleges: Guidelines for Academic Leaders." (ERIC 
Document Reproduction Service No. ED 354 039), 1993, p. 7. 
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branded it could keep other professors from "getting money to operate." 95 
He doesn't say teach classes. The implication is access to research grants 
to fund doing their "research" which will then be written up and 
published. "The administration is always on the side ofmoney."96 
Then Magner described a situation at the University of Wisconsin 
where a "professor hasn't taught a single. class in three years"9; by having 
secured "buyouts" from her classroom responsibilities to concentrate on her 
"research." She even became a full-time law student during the period. 
Washington University recently fired a professor based on his 
"scholarship." The professor had been identified as one of the ten best 
college teachers in the country It is clearly another case of "the dog of 
scholarship waging the tail of mere teaching. "98 
Although these are only three situations, the debate between 
teaching and research at the university level could be continued. That is 
not the focus of this paper. It is mentioned here only to emphasize one of 
the major differences between the "university" and the community college. 
35 Burd, S. "Research Powerhouse Under the Microscope." The Chronicle 
of Hiaher Education, XL, 41, June 15, 1994, pp. A24, 25, 27. 
Ibid. 
97 Magner, D. K. Faculty Notes. U. of Wisconsin Challenges a 
professor who is also a student. The Chronicle of Higher Education, 
XL, 44, July 6, 1994, p. AlB. 
"""" Mahon, R. L. "Them as Can, Do. Them as Can't 
College Week, 2• #22, June 20, 1994, p. 4-5. 
" Community 
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The primary mission at most universities, based on the focus of 
faculty activity, is research and publication. Mahon says of "college 
teachers at so-called 'select' institutions, [they] are ... trying to serve two 
masters. Their tenure is not based on teaching ability, but on their 
research and publication." 99 
The discipline and research and creating knowledge is the focus at 
the university level. Teaching the subject matter, delivering knowledge 
and information and skills is the focus at the community college. 
The "basic mission of these [community] colleges is to serve their 
local communities."100 "States are urging [these] institutions to become 
major actors in economic development in their local areas by customizing 
training."1°1 This relationship with local business and the community is a 
considerably different relationship than what the traditional four-year 
institution has and calls for different relationships and responsibilities for 
the department I division chair. 
And the department chairperson, what is their role in teaching? 
Lamb says that the roles of the chairperson at the community college, 
"master teacher, colleague, administrator, friend, leader, budget monitor, 
" Ibid. 
:c~ Fonte, R. t'l. "The Impact of State Financing and Regulation on the 
Local Orientation of Community Colleges." Community College Review, 
21, No. 1, Summer 1993, pp 4-14, p. 13. 
~ Ibid., p. 12. 
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problem solver, committee member, counselor, change agent, etc., all 
contribute either directly or indirectly to excellent teaching." 102 
At the community college, the focus, the mission of teaching 
students, is succinctly summarized by Johnson in saying "We all know 
why we're here, why we have a job at all. IT'S THE STUDENTS." 103 
Direction 
The question being raised is that of the function of the head of this 
unit of the organization. If the department is truly the cornerstone or 
building block of the institution, then what the institution accomplishes 
will depend on what the departments accomplish. Where the institution 
goes will depend on where the departments go. What the faculty do will 
depend on the goals and objectives of the department, even more than the 
goals and objectives of the institution. To be most effective, to be sure, the 
institution and the departments need to have aligned goals. The position 
of department chair "is at the heart of the operation of the institution."t04 
102 Lamb, B. "Promoting Excellent Teaching: The Chair as Academic 
Leader.n Paper presented at the International Conference for 
Community College Chairs, Deans, and Other Instructional Leaders, 
Phoenix, AZ, February 17-20, 1993. (ERIC Document Reproduction 
Service No. ED 354 045), p.l. 
103 Johnson, W. "The Role of the Department Chair." In Roueche, S. D. 
(Ed.) Innovation Abstracts, X, 19, September 16, 1988. Austin, TX: 
National Institute for Staff-and Organizational Development (NISOD), 
University of Texas at Austin, Austin, Texas 78712. (ERIC Document 
Reproduction Service No. ED 301 294). 
104 Gigliotti, 1987, "An Adaptation of Cameron's Model of 
Organizational Effectiveness at the Academic Department Level in Two-
Year Community Colleges,n p.3) 
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But being at the heart, the core, being a primary point in the structure and 
operation doesn't necessarily bring much reward. Tom Peters 105 suggests 
that the most critical person in any organization for the delivery of 
services or products is often the least recognized. Department chairpersons 
often "toil in relative obscurity and isolation" with little "institutional 
recognition or support" for their "multiplicity of activities."tos 
Crisis 
With a period of three decades of dramatic growth through the 60's, 
70's, and 80's colleges and universities are now faced with a decline in 
traditional enrollments, an increase in a multicultural student body, and 
an economic crisis107• Educational institutions are beginning to tum to 
management models of business. In the past "academicians have shunned 
practices connected to the business sector as a violation of the 'collegial' 
nature of education."108 Increasing demands for accountability, 
effectiveness, relevance and declining resources are forcing academic 
105 Peters, T. A Passion for Customers. Des Plains, IL: Video 
Publishing House, Inc., 1987. Videocassette. 
106 Bennett & Figuli (1990). Enhancing Deoartrnental Leadership, The 
Roles of the Chairperson., p. ix) 
Scott, J. H .. Role of community college department chairs in 
faculty development. Community CollegP. Review, V.18, #3, (1990), 12-
16., p.12. 
:oa Gigliotti, 1987, An Adaptation of C.::1mcron' s Model of 
Organizational Effectiveness at the Academic Department Level in Two-
Year Community Colleges, p.3) 
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leaders I managers I officers to look for more efficient means of 
accomplishing their goals. 
Some would attempt to apply all "business philosophies," styles, etc. 
to education. Johnson 109 said the reason we're here is "the students." 
Blumenstyk in looking at funding says that the trend to look at "'revenue-
generating' academic programs"110 leads to a new direction and thinking of 
"treating students like customers." This "business attitude" is not 
necessarily all bad, but "higher education is not like selling soap."lll 
Just as community colleges are different from universities, the 
entire education field is different from business even though there are 
some similarities. "It is not uncommon today to hear trustees in board 
meetings argue, 'This college should be run more like a business!"'ll2 Yes, 
there are some areas that are similar such as a need to maintain fiscal 
controls, but modes of production are radically different and a caution 
need to be exercised in assimilating business practices into education. 
In the quest to do more with less it is essential that the efficiency 
begin and/or extend to all levels of the organization. Whether the 
10 ~ Johnson, W. (1988). "The Role of the Department Chair." 
110 Blurnenstyk, G. (1994). "Feeling the Pinch." 
111 Ibid., Blumenstyk quoting Marshall. 
112 t'lhetten, David A. & Cameron, Kim S •• Characteristics of Effective 
Organizations. A background paper prepared for the Study Group on the 
Conditions of Excellence in American Higher Education. p. 39 (ERIC 
Document Reproduction Service No. ED 246 837), 1984. 
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department is the primary unit or the lowest sub-unit within the 
organization it is the most numeric unit, and efficiency at this level can 
have a tremendous effect on the accomplishing of the institutional goals. A 
key player in this quest is the department chair. But the question remains, 
even more pronounced now: Just what is the department chair supposed to 
be doing? 
"A crisis is developing at the leadership level of the .American 
community college movement .... However there is currently no organized 
mechanism for leadership training." 113 "Lacking a carefully designed 
training paradigm, we are forced to mold and select our future leaders 
from the shaky, on-the-job crucible of politics, pressure groups, internal 
lineage, and word of mouth." 114 Baker. Roueche and Rose 115 \Vrite that 
many community college presidents are forming leaders by "establishing a 
more participative and coalition-building environment." ... <\mong their 
nominees for the ''best" college leaders were the presidents of three of the 
four colleges studied here - Fayetteville Technical Community College, 
::: Elsner, P. A. "Meeting the Challenges with new Leadership 
Development Programs." In R. L.Alfred, P. A. Elsner, R. J. LeCroy, & 
N. Armes (Eds.) Emerging Roles for Community College Leaders. New 
Directions for Community Colleges, No. 46, June 1984. San Francisco: 
Jessey-Bass, p. 39. 
:H Ibid.' P· 33. 
::s Buker, George A., III & John E. Roueche, & Robert R. Rose. 
"Transformational Leaders in the Community College, The Best of the 
Best." AACJC ,Journal, 58, 6, June/,Tuly 1988. pp 36-39, p.36 
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Wake Technical Community College, and Central Piedmont Community 
College. 116 
Roles. Activities. Functions 
Just what are the roles, activities and functions of the department 
chair? This may be a little like asking four ·witnesses to an accident that 
were standing on four corners -of an intersection to describe the accident. 
In this case, asking the department chair, the chair's supervisor, and the 
faculty, we will get different answers. The answer to "What should be?" 
asked to the different sides of the "swivel chair" evoke different answers as 
evidenced by Winner117• If the chair does what he/she thinks is their 
responsibility, it may not be what the faculty or their supervisor expects. 
Are they then doing a good job as chair? The potential conflict, or at least 
incongruent expectations are a major area of concern. Yet with the 
diversity of structures between colleges, it would difficult to identify one 
uniform, comprehensive set of functions as what should be or what is. 
Several writers have assembled lists of roles, factors, directions, and 
functions of the department chair: Cameron's118 nine also used by 
116 Ibid. pp 38-39. 
117 Winner, (1989}. The Role and Function of the Department 
Chairperson at Delaware Technical and Community College. 
118 cited in Gigliotti (1987) An Adaptation of Cameron's Model of 
Organizational Effectiveness at the Academic Department Level in Two-
Year Community Colleges, p.8) 
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Gigliottill9 , Alexander and Cowan's120 twelve, Winner's 121 forty eight, 
Gmelch'st22 references to lists of97 and 54 tasks, and Gmelch's 123, Seagren 
et al'st2-t compression into four categories and Winner's125forty eight. 
Gigliotti126 cited Cameron's model of organizational effectiveness 
which grouped factors into nine dimensions: 
(1) Student educational satisfaction 
(2) Student academic development 
(3) Student career development 
(4) Student personal development 
(5) Faculty and administrator employment satisfaction 
(6) Professional development and quality of the faculty 
(7) System openness and community interaction 
(8) Ability to acquire resources 
:l~ Gigliotti, 1987, An Adaptation of Cameron's Model of 
Oraanizational Effectiveness at the Academic Deoartment Level in Two-
Ye~r Community Colleges. -
l~c Alexander and Cowan (1986) cited in S. M. Kaikai & R. E. Kaikai. 
Chairoersons as oromoter.s of communitv service. (ERIC Document 
Reproduction Service No. ED 321 801), 1990, p. 1. 
l:: Winner, (1989). The Role and Function of the Department 
Chairperson at Delaware Technical and Community College. 
"
22 Gmelch, W. H. (1993) The Paradox of the Swivel Chair. CSDC 
Newsletter, v.3, n.1. 
Ibid. 
·~·· Seagren, Creswell, Wheeler (1993). The Dep<ntment Chair, New 
Roles, Responsibilities and Challenges. 
vhnner, ( 1989). The Role ilnd Function of the Department 
Chairperson at Delaware Technical and Community College. 
::€ Gigliotti, 1987, An Adaptiltion of Cameron's Model of 
Organizational Effectiveness at the Academic Department Level in Two-
Year Community Colleges. p.B) 
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(9) Organizational health 
Gigliotti 127 found the "lowest ratings (by community college faculty) 
were given to Dimension 6 (Professional Development) and Dimension 8 
(Academic Resources)." In other studies128 similar results were reported. 
Alexander and Cowan list twelve "commonly accepted ... functions of 
departmental and division chairpersons"129 as including: 
Leader Advisor Representor 
Arbitrator Coordinator Planner 
Negotiator Appeaser Delegator 
Evaluator Manager Cheerleader 
Gmelch 130 makes reference to 97 activities identified by a team from 
University of Nebraska and another list of 54 tasks and duties cited by 
Allan Tucker in his section describing the "roles of swivel chairs." He 
reduces the list to four major categories - manager, leader, faculty 
developer, and scholar. Seagren, et al also reduce the lists to four 
127 Ibid. , p. 2 0. 
128 Ibid., p. 20. Gigliotti refers to three studies done by the 
Center for the Study of the Community College in 1975, 1977, and 1978 
129 Alexander and Cowan (1986) cited in Kaikai, s. M. & Kaikai, R. E. 
(1990) . Chairpersons as promoters of community service. (ERIC 
Document Reproduction Service No. ED 321 801), p. 1. 
130 Gmelch, W. H. (1993) The Paradox of the Swivel Chair. CSDC 
Newsletter, v.3, n.1, p.2. 
topologies of the role being "administrative leadership, program 
development, personnel development, and public relations." 131 
If the department chair is to lead a more effective, more satisfied, 
more productive group of professionals, it seems that the area of 
Professional Development is a key area needing attention. Gmelch 132 
identified this as what chairpersons view as their most important role. 
This supports the findings and statements ofGigliotti133, Goldenberg13-', 
and Scott135• 
Gigliotti 136 quotes Richardson et al. 137 in condensing a direction for 
institutions and department chairs by stating: 
131 
Colleges and universities are labor-intensive 
organizations whose most important resource is its people. 
Increasingly, we are learning that employees place as much 
importance on the intangible rewards as they do on the 
tangible benefits. In fact, social psychologists have suggested 
Seagren, Creswell, Wheeler (1993). The Department Chair, New 
Roles, Responsibilities and Challenges, p. 5. 
•J· Gmelch, W. H. (1993) The Paradox of the Swivel Chair. 
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133 Gigliotti, 1987, An Adaptation of Cameron's Model of 
Organizational Effectiveness at the Academic Department Level in Two-
Year Community Colleges. 
, 3. 
• • Goldenberg, Myrna. ~common and Uncommon Concerns: The Complex 
Role of the Community College Department Chair.n In J. B. Bennett & 
D. J. Figuli (Eds.). Enhancing Departmental Leadership, The Roles of 
the Chairperson. New York: American Council on Education, Macmillan 
Publishing Co., 1990. 
135 Scott (1990). Role of community college department chairs in 
faculty development. 
136 Gigliotti, 1987, An Adaptation of Cameron's Model of 
Organizational Effectiveness at the Academic Department Level in Two-
Year Community Colleges. 
137 Richardson et al. (1983), p. 194, cited in Gigliotti, 1987, An 
Adaptation of Cameron's Model of Organizational Effectiveness at the 
Acaderrdc Department Level in Two-Year Community Colleges, p. 29-30. 
that intangible rewards may be far more valuable than most 
of us imagine. 
An employee brings certain needs and skill to an 
organization. If the organization meets these needs and 
utilizes the skills, the employee becomes committed to the 
organization. If the organization fails to meet these needs, 
the employee remains uncommitted and ineffective. 
Committed employees are loyal to the organization 
and are willing to work toward accomplishing the 
organization's goals. Administrators can induce employee 
commitment by instituting a participatory decision-making 
process where faculty input and concerns are taken 
seriously. 
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Moxley and Olsen 138 looked at specific administrative activities and 
leadership activities and asked the department chairs' supervisors, the 
deans, to evaluate the role activities in order of importance. The five key 
aspects of chairmanship as rated by their supervisors were: 
(1) ability to manage the departmental budget 
(68% of chairs said they should receive training in budget 
preparation) 
(2) should possess strong communication skills 
(3) encourage faculty development 
(4) communicate regularly with the dean 
(5) applauds/rewards faculty achievementl39 
138 Moxley & Olsen ( 198 8) • The Role of the Modern English Department 
Chair. 
~bid., pp. 5-9. 
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Murray said that the "activities of highest priority dealt with 
representing the department to the administration and others, sharing the 
decision-making process with department members, and fairly allocating 
work assignments." 140 
The Organization 
"Colleges and universities are formal organizations. This means 
that they are subject to the theories which have been developed to explain 
the common elements in the functioning of all formal organizations. 
Central in this theoretical analysis has been the preeminence of 
bureaucratic characteristics. This classic view, often referred to as the 
rational model, incorporates a clear division of labor and a visible 
hierarchy which can be represented on an organizational chart. Job 
descriptions are available for every position in the organization; policy 
manuals list the essential rules and regulations .... Decisions are carried 
into action through orders passed down the line; accountability and 
feedback about performance are passed up the line."141 But colleges do not 
always fit the rational model. For example, colleges have vaguely defined 
1 ~ 0 Murray, ( 1992 l • "The Department Chairperson: The Confessions of a 
Researcher Turned Practitioner,n (ERIC Document Reproduction Service 
No. ED 342 456). p.2. 
141 McCarty, D. J. & P. Reyes. Models of institutional governance: 
Academic deans' decision-making patterns as evidenced by 
chairpersons. (ERIC Document Reproduction Service No. ED 259 641), 
1985, p.3-4. 
··---· ·----------------------------------~-
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goals and non-standard technology making it nearly impossible to function 
as a pure bureaucracy. 
As a collegium, the professional authority of the faculty is sacred 
and rules. This is about as far from the bureaucratic model as can be 
gotten. Somewhere in between is where most colleges exist; a model where 
some areas are in full undisputed power ;md control of the faculty, and 
some areas are in full control of the administration. Within this structure, 
and between the faculty and the administration is where the department 
chair lives and functions. The department chair is at the edge, the 
interface of the two areas. Often times the chair has legs on both sides, 
straddling the line. Seagren, et al describe the role and position as being 
"neither fish nor foul" 142 and the ambiguous because of the "variation in 
responsibilities across institutional types ..... Seldom is the role 
circumscribed through a job description or other document. Many chairs 
complain that with lack of clarity and little orientation, they learn by trial 
and error or even trial by fire."143 
Fulfilling needs. Faculty Development 
Let us add one more area of responsibility. At least six authors 
(Seagren, Cresswell, & Wheeler (1993); Moxley & Olsen (1988);Goldenberg 
1 ~: Seagren, Creswell, Wheeler (1993). The Department Chair, New 
Roles, Responsibilities and Challenges, p. 73. 
•··- Ibid., p. 73 
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(1990); Gigliotti (1987); Scott (1990); and Menges (1985)) have written 
specifically about the department chairperson having a significant role in 
faculty development.l44 
One of the needs cited earlier in the work by Gigliotti, was that of a 
desire for professional development. Scott145 says that the challenge of the 
1990s for department chairs is an increased involvement in human 
resource development. Menges146 in discussing the 1979 proposed 
definition of faculty development by the American Association for Higher 
Education, says that faculty development is the theo11• and practice of 
facilitating improved faculty performance in a variety of domains, 
including the intellectual, the institutional, the personal, the social, and 
the pedagogical. 
Scott147 gives several specific role activities for the department chair 
in developing the faculty within the department. These include activities 
both internal and external to the department. She adds references to 
several studies (Cresswell, 1987; Booth, 1982; Tucker, 1981) that "allude 
144 Goldenbe.r:g ( 1990). "Common and Uncommon Concerns: The Complex 
Role of the Community College Department Chair," p. 17-18; 
1 ~ 5 Scott {1990). "Role of community college department chairs in 
faculty development," p.12. 
146 Menges (1985) cited in Scott, 1990, "Role of community college 
department chairs in faculty development," p. 12. 
1
"
7 Scott (1990). "Role of community college department chairs in 
faculty development," p.l3-14. 
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to the need for establishing a campus-wide development program that uses 
a model of faculty evaluation anchored to department goals. 148 
Slicker, Simone, and Walsh present a faculty coaching system in 
their paper. In their coaching process "faculty members are expected to 
plan, implement, and evaluate their own professional growth, while their 
immediate supervisors or other administrators act as coaches, asking a 
series of open-ended questions to help faculty clarify and achieve their 
goals." 149 The emphasis is on growth and self determination and control by 
the individual. 
The major point is centered in faculty development meeting an 
expressed need by the faculty that would also meet an organizational need 
of having more satisfied, committed, productive, creative faculty that can 
meet the new and changing needs and environment in which the 
institution is finding itself. The leader closest to the faculty to be in a good 
position to see and evaluate the need would be the department chair. 
Using skills 
McCarty and Reyes describe the difference between the department 
and the dean by saying "The department is where it is at as far as faculty 
governance is concerned .... The dean's role is largely permissive as far as 
148 Ibid., p.l3. 
149 Slicker, R., B. Simone, & J. Walsh. Team building through faculty 
coaching and faculty coaching system guidebook. (ERIC Document 
Reproduction Service No. ED 300 071), 1988, p.l. 
. ...... -· . ~ ~ 
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development of programs or suggesting new ideas for teaching .... Things 
don't originate in the dean's office." 150 The unstated corollary of this is that 
the department is where the creativity and innovation occurs. The 
department chair is over the unit that can originate new ideas. 
What faculty want is the freedom to be creative and try new ideas. 
How that is handled, how that is allowed, how that is encouraged, or 
discouraged, is going to be largely in the control of the department chair. 
In meeting this creative need of the people the department chair has the 
power to empower the faculty within the department. 
External Pressures on the Institution 
Kaikai and Kaikai 151 express that a new arena of emphasis is being 
added to the responsibilities of educational institutions, that of community 
involvement. Kaikai and Kaikaii52 express this as 
"society plead[ing] for a meeting of the minds and hearts 
between town and gown .... In light of this new requirement 
of the linkage between school and community, the chair of a 
department or a division should take the proactive step of 
promoting community service in the performance of the cited 
functions above. n 
150 McCarty, D. J. & Reyes, P. (1985}. Models of institutional 
governance: Academic deans' decision-making patterns as evidenced by 
chairpersons, p.14. 
151 Kaikai, S. M. & R. E. Kaikai. Chairpersons as promoters of 
community service. (ERIC Document Reproduction Service No. ED 321 
801), 1990. 
152 Ibid., p.l. 
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At community colleges there is a much closer link between the college and 
the community that at most four year institutions. Community colleges 
draw students from the immediate community. Colleges often draw from 
multi-state areas. Community colleges develop programs specifically to 
meet needs of local industries. Four year institutions have the luxury of 
not having to have a direct relationship with local industries, businesses, 
governments, and people. 
"The role of the Cha:ix in promoting the myriad of 
services to the community is to create an environment that 
supports creativity and community commitment. Chairs 
should recognize faculty who participate in community 
activities by nominating them for internal and external 
service awards, sp::.msoring them for attendance at local or 
national seminars, workshops and conferences, and giving 
them extra increments for going the second-mile for the 
college and the community."I53 
Summary and Conclusion 
Based on the literature, the institution of the community college is 
in crisis. Creativity in curriculum and methodology to meet the financial, 
pedagogical, and technical needs of the community and the students are 
needed. The future of the institutions lies in the hands of the faculty. 
:
53 Ibid., p.S. 
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The faculty of the community college needs to serve the community 
and the community of students, and in the process wants to grow and 
develop personally and professionally. 
The department chair is the key person to encourage and to set or 
create the environment that will enable and encourage such development 
and activity. But the chairperson is him/herself in a state of confusion and 
stress from lack of direction and role ambiguity and confusion over their 
role and power. 
Recommendations for the Organization 
Predicated on the review of the literature, the follo·wing 
recommendations are presented: 
For faculty to be empowered and be in some control, they need to 
receive power from their department chair. The department chair, in turn, 
receives this power to be passed along from their superior in the 
organization. 
What is needed is leadership that sees the most valuable resource 
that the organization has is its people. - People that, if allowed to have real 
input, and allowed to have real control over their own destiny, can 
generate tremendous energy. - Energy and ideas that can carry the 
organization to new futures. Or if not given that opportunity, that energy 
will have these people "moving on to new challenges, with a new 
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[organization], when it is convenient for him to do so."154 The department 
chair needs to be empowered and allowed to be a leader. 
To reduce ambiguity, clarity of communicated expectations is 
needed. Douglas quotes Gary Filan, director of the National Community 
College Chair Academy (NCCCA) saying that "You're lucky if you have a 
job description." 155 Winner's doctoral project was done with the direction of 
creating a job description for department chairs in Delaware community 
colleges because none existed. Clear job descriptions and expectations and 
limitations need to be communicated to subordinates. That job description 
can be restrictive and limiting or open and empowering. Whichever it is it 
needs to be clearly communicated to the individual. 
Recommendations for Study 
Further study is recommended, specifically in the area of what this 
writer sees as potentially five independent strings: (1) the literature on 
department chairs' positions and roles, particularly at the community 
college level; (2) organizations' job descriptions for department chairs that 
would reduce ambiguity; (3) leadership theory applied at the community 
college level; ( 4) what differences there may be in roles and tasks at 
'-
54 Yate, M. Keeping the Best and Other Thoughts on Building a Super 
Corncetitive Workforce. Holbrook, MA: Bob Adams, Inc. Publishers., 
1991, p.25. 
"
55 Douglas ( 1994 l "Management Skills Programs Prep Future cc Deans, 
Presidents,n p. 7. 
colleges of differing size, (5) studies to report on what department chairs 
say they are actually doing and have control over, and (6) the 
incongruence of expectations for the chairperson. 
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The last two areas stated are what this study will focus on, which, if 
published, may provide information for others to work on the other 
studies. 
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CHAPTER THREE 
Design and methodology of the study 
The purpose of this study is to examine the congruence or 
incongruence that exists between the multiple views and perceptions of 
the community college department chair. The four views or perceptions 
being those of the literature's descriptions of the department chair as 
leader, written job descriptions, the reported functions and perceptions of 
department cnairs, and the expectations and perceptions of the chair's 
supervisor. The structure of the study is presented in this chapter. 
A description of the population, sample selection, survey process, 
the questionnaire, comparison data, and collecting of job descriptions, and 
the analysis are presented here. 
Population 
The subjects for the study were selected from those performing the 
function of, and doing the duties of Department Chair in the four largest I 
These four are the largest based on reported FTE (Full Time 
Equivalent student enrollment) as reported in the 1992 Critical 
Success Factors for the North Carolina Community College System, 
Third Annual Report. North Carolina Department of Community Colleges, 
Raleigh, NC (1992). Similar FTE and student count enrollment figures 
are again reported on pages 56-57 and 12-13 of the Annual Statistical 
Report 1993-1994, published by Finance and Administrative Support, 
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Community Colleges in North Carolina. Those colleges are: \V ak.e 
Community College in Raleigh, Guilford Technical Community College in 
Greensboro, Fayetteville Community College in Fayetteville, and Central 
Piedmont Community College in Charlotte. 
The Planning and Research offices at the four selected colleges were 
contacted. Organizational charts were requested. Every college had a 
different response to providing information. 
The first college's organizational chart was supplied readily but was 
told that several changes had been made since the chart was last updated 
over three years ago. The chart includP.d names for Division Chair and 
Dean positions. Chair positions below that were identified by department 
only. It was accepted and changes were "penciled in" to reflect most of the 
shifts in the organization. The level in question had had little change. 
Names were corrected and added by contacting the Division Chairs and 
Deans. 
The second college would not release the names of chairpersons or 
deans, but the office of planning did want to participate and offered to 
distribute the instrument from that office under the guidelines provided by 
the structure of the selection process. That office did distribute surveys 
North Carolina Department of Community Colleges, Raleigh, NC (October 
1994). 
------ --------------------------~---~-
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and follow-up post cards for the study. Twenty one of twenty two surveys 
were returned from this college. 
College number three had to take the proposal to a administrative 
committee to decide whether to permit the survey to be distributed. The 
committee approved the participation and an organizational chart was 
provided showing titles/functions only, no names. 
The fourth college provided a complete organizational chart with 
names of each Department Chair. 
Sample Selection 
It was decided that no pP.rson selected for inclusion in the study 
would be requested to complete more than one questionnaire. Therefore 
the selection process included first taking each "cluster" from the 
organizational charts, consisting of the lowest administrative level 
supervisors of instructional faculty, and their supervisor. Within the 
cluster, which chairperson would be selected was decided by using a table 
of two digit random digits. The first two digit number from the table, 60, 
wasn't be used because some of the supervisors had less than 6 
chairpersons that they supervised. The "60" was then used to identify the 
60th number in the table, 35. The 3 was used to select subordinate chair 
positions from the organizational charts under the supervisor. The third 
-------- ---~~ ~-~-- ~ 
person or department named under the supervisor was as the selected 
chair position for the study. 
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In the case of the college that did not supply names of chairpersons, 
specific instructions as to selecting each dean and then the third name in 
sequence under that dean's jurisdiction were given to the Director of 
Planning at that college. 
Survey Process 
Each selected chairperson was sent a packet containing two 
questionnaires, cover letters, and return envelopes. One set of 
questionnaire and letters for themselves with the cover letter stating that 
the second set was for their supervisor. Separate stamped return 
envelopes were provided to insure their confidentiality. The packets were 
sent to the chairperson so as to insure to them that nothing might be done 
or asked without their knowledge. They also had the opportunity to see 
that their supervisor was being asked the same questions and that each 
would send in their answers separately. The chairperson was in control. 
The supervisor couldn't, for example, ask for the chairperson to return the 
survey to them to be returned and possibly see their responses. 
A follow-up postcard was sent one week later to encourage prompt 
return of the questionnaire. 
-------- --~~ ~--~---
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After one more week, a follow-up letter with another copy of the 
questionnaire and cover letters was sent to everyone that had not yet 
returned the questionnaire. 
Table 4 summarizes the information on the number of surveys sent 
and returned. A total of twenty eight pairs of chairpersons and their 
supervisors were selected for the survey; for a total of fifty si."X 
questionnaires. Of the fifty six subjects, forty four questionnaires were 
returned (78.5%). 
College 
Central 
Piedmont 
Wake 
Fayetteville 
Guilford 
Total 
Table 4 
Questionnaires sent and returned 
Surveys Total Supervis. Chairs 
sent returned returned returned 
8 4 1 3 
22 21 11 10 
10 7 4 3 
16 12 8 4 
56 44 24 20 
(100%) (78.5%) (85.7%) (71.4%) 
Usable 
Pairs 
0 
10 
1 
4 
15 
(57.1%) 
There were ten questionnaires that were not used in part of the 
study comparing responses of chairperson and supervisor. One 
chairperson's questionnaire was missing a sheet with at least two pages of 
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questions. One supervisor's questionnaire was collated incorrectly and was 
missing a page. Eight others were not used because one of the 
questionnaires in the pair (chairperson and his or her supervisor) was not 
returned. 
There were 20 usable questionnaixes from chairpersons out of 28 
sent for a return rate of 71%, For the comparison with the supervisor, 
fifteen pairs or 30 questionnaires out of the original fifty six were usable, 
for over fifty seven percent. This compares very favorably to the 
approximately one third return rate for the published work by Seagren, et. 
al. (approximately 3,000 out of 9,000 sent). 
Questionnaire 
The questionnaire used was adapted from instruments developed by 
Alan T. Seagren of the University of Nebraska Lincoln and Gary Filan of 
the National Community College Chair Academy, Mesa Community 
College, Mesa, AZ. Seagren's instrument, was originally created in 1978. 
No original of the survey from the University of Nebraska was available. 
The best copy available was found in French's dissertation2• It is of very 
poor quality reproduction and is not included here. Filan's instrument is 
2 French, Janet B. Ph.D. Dissertation. "An Analysis of the Role and 
Professional Development Needs of the First-Line Administrators in 
the Technical Community Colleges of Nebraska", University of 
Nebraska, Lincoln, Nebraska. August, 1980. 
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part of Seagren, et. al.'s recent book3• The authors were contacted by 
telephone and in writing and permission was granted to use their 
instruments in original or modified form. The permission letter is included 
in Appendix A. 
The questionnaires sent out were duplicated on 11 by 17 green 
paper and folded to make an 8.5 by 11 "booklet." Two cover pages were 
included, one being instructional to the recipient and one being a support 
letter from the President of Guilford Technical Communitr College. The 
packets were sent to the chairpersons. 
The letter to the chairperson included instructions to give the 
second packet included in their packet, to their supervisor. By sending the 
packets to the chairperson and having them send the second packet to 
their supervisor, it reduced the possibility that the chairperson may be 
intimidated and adjust their answers because they may feel their 
supervisor may see the answers. The chairperson was assured of 
confidentiality. The supervisor couldn't instruct the chairperson, for 
example, to return the questionnaire to the supervisor. It put the 
chairperson in control of their own questionnaire and could see that the 
supervisor was getting the same questionnaire. 
Seagren, A. T., D. W. Wheeler, J. W Creswell, M. T. Miller, & K. 
VanHorn-Grassmeyer. Academic Leadership in Community Colleges. 
Lincoln, Nebraska: University of Nebraska Press, (1994) 
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Stamped, self-addressed return envelopes were provided with each 
survey. Copies of the cover letters and the survey instrument are included 
in Appendix A. 
Comparison Data 
The original survey instrument, created in 1978, was used in 
French's dissertation study "An Analysis of the Role and Professional 
Development Needs of the First-Line Administrators in the Technical 
Community Colleges of Nebraska" 4 in 1980. The instrument was used 
again by Winners in her dissertation at the University of Delaware in 
1989. These dissertations are used here to have some comparative hase 
line of data with which to compare the findings of this study. By using the 
same or similar instrument, some comparison could be made among the 
findings. 
The thll·d source for data for comparison comes from an instrument 
created by Gary Filan of the National Community College Chair Academy. 
His instrument was used by Seagren, Wheeler, Creswell, Miller, and 
VanHorn -Grassmeyer for their study of Community College department 
French, Janet B. "An Analysis of the Role and Professional 
Development Needs of the First-Line Administrators in the Technical 
Community Colleges of Nebraska", Ph.D. dissertation, University of 
Nebraska, Lincoln, Nebraska. (1980). 
5 Winner, Cornelia N .. "The Role and Function of the Department 
Chairperson at Delaware Technical and Community College." Ed.D. 
dissertation, University of Delaware, 1989. (ERIC Document 
Reproduction Service No. ED 308 898). 
- --- ··--- ------------------------~~~----
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chairs with "approximately 3,000 chairs retum[ing] the survey" out of 
9,000 sent out 6 , and becoming the basis for the book Academic Leadership 
in Community Colleges.7 This was used to compare demographic data. 
Collecting Job Descriptions 
Part of the questionnaire asked if there was a ·written job 
description and if available, would they return it with their survey. Six job 
descriptions were returned and are included in Appendix C. They tend to 
be very general and generic. At college #4 a position recently advertised 
with a similar brief description has a 6 page description of tasks performed 
that was written by the person who left. Those are included also in 
Appendix C. 
An assortment of advertisements for chair and dean positions were 
collected from personnel offices and from The Chronicle of Higher 
Education8, from the printed issue. These are included in the appendix. 
Job postings, advertisements, and descriptions were analyzed by 
counting the number of times phrases were used in the descriptions. 
Analysis 
6 Seagren, A. T., Wheeler, D. W., Creswell, J. W., Miller, M. T., & 
VanHorn-Grassmeyer, K. (1994}. Academic Leadership in Community 
Colleges. Lincoln, Nebraska: University of Nebraska Press. p. viii 
' Ibid. 
8 The April 14, 1995 edition of The Chronicle of Higher Education 
had several ads for department chair and dean positions. They are 
included in Appendix c. 
68 
Answers to the questionnaire were tabulated using Excel. An array 
was created of the chairpersons' responses to address the first question of 
"what they do." Scores were tabulated and a percentage of respondents 
indicating that it "yes, it was" or "no, it was not" part of the job was 
calculated. 
A second array was created using only surveys where both the 
chairperson and their supervisor had returned complete surveys to look at 
consistency of expectations. Comparisons were done with each question 
with each pair (chairperson and their supervisor) to determine how well 
the definitions of the chairperson's job correlated. Each answer was 
compared to whether their supervisor made the same response to get a 
percentage of agreement. 
The section of each question asking to determine the importance or 
value that function had was analyzed. A difference of zero or one (scores 
ranged from 1 to 5) between the responses of the chairperson and their 
supervisor was defined as agreement between the chairperson and their 
supervisor. A score difference greater than 1 was defined as not agreeing 
on the importance of the function. 
A similar comparison was made for the assessment of the perceived 
need for professional development. For tabulating comparison, the 
answers of N, S, and C (none, some, and considerable need) were 
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translated to values of 1, 2, and 3 respectively. The largest number, 3, 
indicating the perception of the most need for training. A score difference 
greater than 1 was defined as not agreeing on the need for training. 
The full data arrays are included in Appendix B. The summary data 
analyses are in Chapter 4. 
--------- -----
CH..<\PTER FOUR 
Data and Analysis 
70 
The primary data for this study was collected by surveying twenty 
eight community college department chairs and their supervisors. 
Peripheral data was also collected from job descriptions submitted by 
survey subjects, job vacancy posti.ngs with descriptions and qualifications, 
and advertisements for job vacancies in a national publication. Enrollment 
data was collected from the North Carolina Department of Community 
Colleges and also from The Chronicle of Higher Education. The dat:. 
collected and an analysis of the data are presented in this chapter. 
College Size 
As indicated in Chapter 2, the importance of college size is relevant 
to two aspects of the data. The assumption is that the larger community 
colleges will have a organization that creates more departmentalization I 
compartmentalization. In smaller schools there may be much more 
centralization of decisions, control, budgeting, personnel, and other 
possible roles. Also, with the larger community colleges an assumption is 
made that they would function more like small four-year colleges that 
advertised vacant positions of department chairs. At least one ad for a 
community college department chair read very much like a university 
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setting.t Included in that description was grant writing, fund raising, and 
a description that sounded very much like a collegial form of governance 
with involvement of the chairperson in college decisions. Dempsey2 
expressed a need for community colleges to turn toward a more open, 
collegial governance process and learn this from the four year colleges. At 
fifteen North Carolina community colleges3 faculty and staff are being 
asked to participate and have input into some decisions. 
Table 5 shows enrollment data on the four colleges selected The four 
North Carolina community colleges selected for participation in this study 
have reported FTE from 5,366 to 16,422 and enrollment count from 32,810 
to 61,368. Enrollment '91-92 (Column 2) is data taken from The Almanac 
of Higher Education.4 Column 3 is from 1992 data published by the North 
Carolina Department of Community Colleges:;. Columns 4 and 5 are from 
1 ad from Broward Community College, Ft. Lauderdale, FL. BCC had an 
enrollment of 21,682 in 1992 according to the 1992 Almanac of Hiaher 
Education and over 12,000 FTE according to the ad. This makes it 
similar in size. to those colleges being studied in this project. 
:: Dempsey, John R. "An Essay: Reflections of a College President" 
Community College Review, 20, 2, Fall 1992.p 47 Dempsey is President, 
Sandhills Community College, Pinehurst, North Carolina. 
3 "Quality Connections" is the quarterly newsletter from the Carolina 
Quality Consortium. C.Q.C. is a network of North Carolina community 
colleges whose "purpose [is] to expand and strengthen the 
implementation of continuous quality improvement concepts and 
practices." Carolina Quality Consortium, Dr. Diane Gibson, Guilford 
Technical Community College, Box 309, Jamestown, NC 27282. 
~ The Chronicle of Higher Education (1992). The Almanac of Higher 
Education. University of Chicago Press. pp 320-322. 
North Carolina Department of Community Colleges (1992). 1992 
Critical Success Factors for the North Carolina Community cCJTege 
Svstem, Third Annual Report. Raleigh, NC: North Carolina Department 
of Community Colleges, Planning and Research Section. p.l3. 
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1993-94 published data, again from the North Carolina Department of 
Community Colleges6 • Although there is some change in size from 1991-92 
to 1993-94, this data does gives some basis for comparison for if this study 
is used as a basis for other studies. 
The enrollment data for '91-92 seems suspect as enrollment data 
and may in fact be FTE data for the colleges. The '91-92 enrollment for 
CPCC does not appear to be accurate as either FTE or enrollment. Any 
further comment would be purely speculative. 
Table 5 
Enrollment and FTE at four NC Community Colleges 
College Enroll. FI'E FrE Stu. Ct. 
'91-92 '92-93 '93-94 '93-94 
Central Piedmont C.C 16,442 10,048 9,973 61,368 
WakeC.C. 5,405 5,348 5,732 41,925 
Fayetteville C.C. 6,043 6,910 8,254 41,305 
Guilford Tech C.C. 6,232 6,122 5,366 32,810 
In community colleges, the majority of students are not full-time. 
Therefore the enrollment/head count shown in Table 5 shows a much 
6 FTE and student count enrollment figures are reported on pages 56-
57 and 12-13 of the Annual Statistical Report 1993-1994, published by 
Finance and Administrative Support, North Carolina Department of 
Community Colleges, Raleigh, NC (October 1994) 
··----- -- ·-----------------------------
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larger number than FTE count for the same year for each college. Central 
Piedmont Community College's (CPCC) head count is 6.15 times its FTE. 
\V ake Community College's (WCC) head count is 7.31 times its FTE. 
Fayetteville Community College's (FCC) head count is 5.00 times its FTE. 
And Guilford Technical Community College's (GTCC) head count is 6.11 
times its FTE. More students mean more diverse demands on the college, 
faculty, and staff to meet the more diverse needs of a larger group of 
students and also contact with a larger cross-section of the community. 
Advertised Positions 
Eighteen advertisements for department chair or similar positions 
from across the country were collected from editions of the Chronicle of 
Higher Education between March through August 1995. These included 
ads for five community college positions, positions at three small colleges, 
an ad for a Small Business Development Center Director (the North 
Carolina Community College System includes positions at fifty colleges 
identified as "small Business Center Director" which would qualify under 
the definition in Chapter 1) and one ad for a chairperson at a college with 
an enrollment of 12,329i, which could be defined as being similar to the 
size of the colleges being examined here. The enrollment of 12,329 is 
smaller than that reported for Central Piedmont Community College for 
, Chronicle of Higher Education, The Almanac of Higher Education 
1992. Chicago: The University of Chicago Press, 1992. p. 316 
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1991-92 and smaller than any reported enrollment for the four colleges in 
1993-94. 
In addition the internal posting I job descriptions for six division 
chair or director positions that were posted between May 1994 and July 
1995 at Guilford Technical Community College were obtained. 
Table 6 presents a summary of descriptors used as either part of the 
job description or as qualification for candidates, implying that the 
position involves exercising these skills. The ads and posti.ngs are included 
in Appendix C. In Appendix C, the number next to the ad is the 
enrollment8 at that college. 
Table 6 
Descriptors used in twenty four advertisements and postings 
I Leadership 
Effective ... leadership skills are essential 
Plays a leadership role in ... development, marketing and promotion 
Able to influence ... through innovative leadership 
Experienced in leading with foresight, entrepreneurial spirit, and 
innovation 
Providing leadership and management for the area and 
development, review, and evaluation of area plans, 
curriculum, programs, budget and resources. 
Providing leadership 
Administrative or management leadership experience 
Demonstrated leadership qualities 
I Human relations 
Effective communication ... skills are essential 
Strong communication and human relation skills 
8 Ibid. 
Ability to interact harmoniously with internal and external 
constituents 
Ability to establish and maintain effective working relationships 
with faculty, staff, and administrators.(5 times) 
Serving as liaison to campus ... organizations 
Staff and volunteer training 
Interviewing prospective students 
Participation in ... admission recruitment activities alumni 
functions and in professional activities 
Exceptional interpersonal and communication skills 
I Curriculum and instruction 
Development, implementation and maintenance of educational 
standards 
Development, promotion, and evaluation [of programs] 
Coordination and enhancement of programs 
Teaching experience (3 times) 
Meet criteria to teach ... within the division (4 times) 
Commitment to student success and to enhancing teaching and 
learning 
.Academic and teaching excellence 
Teaching/administrative experience 
Assignment includes teaching and administration 
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Plan, market, and implement continuing professional development 
programs 
I External funding I Grants 
Assist in identifying funding opportunities 
Record of successful fund raising and grant writing is desirable9 
Secure external funding 
!Research 
I Research 10 
!Strong record of research and publicationn 
9 In ad from Broward Community College, Ft. Lauderdale, FL. BCC had an 
enrollment of 21,682 in 1982 according to the 1992 Chronicle of 
Higher Education and over 12,000 FTE according to the ad. This makes 
it similar in size to those colleges being studied in this project. 
10 Aiticles such as ~scholarship and the Vitality of a Community 
College Faculty", Community College Review, 21, 1, Summer 1993, pp 
31-40 and "Community College Administrators and Faculty Scholarship: 
A Pilot Study", Community College Review, 23, 1, Swmner 1995, pp 51-
62 are taking new looks into the value and attitudes toward 
scholarship at the community college level. 
11 This is quoted from an ad from a 12,329 student university but is 
therefor similar in size to the community colleges being studied. 
I Planning, administration 
Recruitment, supervision, and evaluation of ... faculty and staff 
Planning, budgeting, organizing, managing and evaluating ... 
programs 
Supervise ... faculty 
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Coordination of planning resource allocation and quality assurance 
Administrative skills 
Administrative leadership (5 times) 
Ability to encourage and practice participatory management ( 4 
times) 
Knowledge of TQM concepts, tools and techniques (5 times) 
Managing and administering the daily operations 
Administer 
Recommends institutional policies and procedures 
Planning, budgets 
Schedules project management 
College-wide coordination of area activity 
Experience with ... school district and community college operations 
Initiating and conducting ... programs and coordinating related 
events 
Experience coordinating a program 
Mentioned most often were leadership (17 occurrences), human 
relations (13), curriculum and instruction (12), and administration skills 
(24). 
From Guilford Technical Community College four out of the six 
postings mentioned participatory management and five mention TQM 
(Total Quality Management) concepts. The latest posting at GTCC does 
not include either statement. 
Questionnaire - Tasks. 
The descriptors identified in Table 6 are related to the ninety six 
tasks listed in the questionnaire that was distributed to the selected 
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department chairs and theix supervisors. The tasks listed in the 
questionnaire were divided into seven major areas. Table 7 shows the task 
categories in the survey instrument and the abbreviations used to identify 
each category when specific tasks are refered to, as in Table 8. 
Table 7 
Code for categories of questions on the questionnaire 
B Budget planning, development, and control tasks 
SR Student Relations and administration tasks 
HR Human Relations and personnel administration tasks 
CUR Curriculum and instruction tasks 
IA Internal Administration tasks 
PD Personal/Professional Development 
:MR Maintenance of internal/external Relationship 
Specific tasks in the questionnaire are identified as to their 
grouping and sequence by code letters, from Table 7, and a number. For 
example HR4 identifies question #4 in the human relation section of the 
questionnaire. The identification code is followed by either the question, or 
a shortened representation of the question. 
Part of the job? Table 8 (Rank Order of Tasks) is selected data from 
the complete data set in the Appendix B identified as "Chair Answers" that 
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compiles the responses from the twenty chairpersons that returned usable 
survey data. Table 8 lists the tasks in descending order of frequency of 
responses indicating that the task was part of the job, as reported in 
Column 3. The third column in Table 8 is the percentage of chairpersons 
that said they considered this task a part of their job. Grouping in Table 8 
based on increments of chairpersons' replies in column 3. The tasks were 
then numbered from 1 to 96 in column 1. 
The first six tasks listed in Table 8 were considered by 100% of the 
twenty responding department chairpersons to be part of their job. There 
are fourteen tasks that were identified by 95% or more of the chairpersons 
as being part of the job. 
The last task listed in Table 8, PD 1d, was not answered on most of 
the questionnaires because of an error in the survey construction and 
printing. However eight people wrote in answers. Of these, three 
supervisors and five chairpersons all said it should be or is part of what 
the chairperson does. 
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Rank order of responces from Chairpersons - What DO you DO? Agree w/Sup.l 
Part of Jobj 
1 HR6 -Interviewing prospective faculty 100.0% 100.0% E 
2 MR1a- Represent the department to the campus administration 100.0% 100.0% E 
3 MR1 b - Represent the department to the public 100.0% 100.0% E 
4 MR3 - Attend college meetings 100.0% 100.0% E 
5 HR4- Review credentials of applicants for departmental positions 100.0% 93.3% E 
6 CURS- Analyzing departmental goals and objectives in relation to the mission and goal~ 100.0% 80.0% G 
7 HR1 - Identifying personnel needs for departmental programs 95.0% 93.3% E 
8 PD1 e2 - Requesting evaluation and feedback about my performance from the dean 95.0% 93.3% E 
9 PD2f- Assessing and providing feedback to staff about their performance on a regular I 95.0% 93.3% E 
10 CURS- Supervise and coordinate the selection of instructional materials and texts in the 95.0% 86.7% G 
11 MR2a - Interpreting campus goals and policies to the departmental staff and students 95.0% 80.0% G 
12 HRS - Prepare and conduct an on-going orientation program for all new personnel emplt 95.0% 73.3% F 
13 HR9a - Evaluating the performance of professional staff 95.0% 66.7% p 
14 IA10- Directing the handling of routine office functions, i.e. correspondence, operating: 95.0% 66.7% p 
15 CUR2- Establish short term (one year) goals and objectives for curriculum and instruct 90.0% 93.3% E 
16 CUR3- Establish longer term goals and objectives for curriculum and instruction 90.0% 93.3% E 
17 HR5- Recruiting new faculty 90.0% 86.7% G 
18 lA 12 - Delegating authority and responsibility to departmental personnel for completion c 90.0% 86.7% G 
19 PD2g - Providing for continuous process of inquiry and discussion about the programs • 90.0% 86.7% G 
20 PD2h - Providing opportunities for faculty to keep abreast of changes in their area(s) 90.0% 86.7% G 
21 SR7 - Providing for student input in departmental evaluations 90.0% 80.0% G 
22 PD1 a - Reading professional journals to and books related to the responsibilities of a de 90.0% 80.0% G 
23 PD2i - Counseling and advising faculty 90.0% 80.0% G 
24 MR9 - Motivating faculty and staff 90.0% 80.0% G 
25 SRS -Advising students 90.0% 66.7% p 
26 lA 14 - Utilizing committees relative to accomplishment of departmental functions 90.0% 60.0% p 
27 PD1 h- Presenting classroom instruction current with knowledge and technology in my I 85.0% 93.3% E 
28 IA2 - Preparing requisions for departmental purchasing 85.0% 80.0% G 
29 PD2b- Encourageing staff attendance at professional meetings 85.0% 80.0% G 
30 HR2 -Insuring that all departmental positions are described by job descriptions 85.0% 73.3% F 
31 HR3- Utilize faculty input in the selection of departmental personnel 85.0% 66.7% p 
32 CUR4- Establish procedures for development of curriculum guides, course description: 85.0% 66.7% p 
33 MRS - Recruiting students 85.0% 66.7% p 
34 CUR13- Planning, implementing and evaluating the use of new instructional materials c 85.0% 60.0% p 
35 MR2b- Interpreting campus commumiques to the departmental staff and students 85.0% 46.7% v 
36 SR5 - Conduct reviews of departmental student policies 85.0% 40.0% v 
37 PD2c - Assisting faculty in the securing of funds for professional development activities 80.0% 80.0% G 
38 HR7- Involving faculty in final selections of new departmental faculty members 80.0% 73.3% F 
39 CUR 1 - Establish procedures for developing goals and objectives 80.0% 73.3% F 
40 lA 17 - Making decisions concerning faculty retention/release 80.0% 66.7% p 
41 PD1 f- Maintaining a personal professional library with sufficient new materials 80.0% 60.0% p 
42 MR4- Preparing departmental! status reports 80.0% 60.0% p 
43 CUR9- Surveying student needs and interests concerning curriculum and service 80.0% 40.0% v 
44 lA 11 - Utilizing data and stictics from the campus office of institutional research ... for pi 75.0% 80.0% G 
45 MR5b - Mediating student complaints/problems with the college administration 75.0% 80.0% G 
46 83b - Planning expenditures for departmental purchases of equipment 75.0% 73.3% F 
47 SR4b - Supervising ... program ... student/faculty problems and complaints 75.0% 73.3% F 
48 IA4- Utilizing computer services for departmental management 75.0% 73.3% F 
49 IA9 - Making decisions relative to the organizational structure of the department, i.e. gov 75.0% 73.3% F 
50 lA 13 - Directly supervising departmental office operations 75.0% 66.7% p 
51 PD1e1 -Requesting evaluation and feedback about my performance from departmental 75.0% 66.7% p 
52 PD1 b- Reading books and periodicals of general interest to higher education, ... 75.0% 60.0% p 
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53 MR5a - Mediating faculty complaints/problems with the college administration 75.0% 60.0% p 
54 PD1 c2- Conducting research to enable me to grow professionally 73.7% 73.3% F 
55 PD2 a - Providing seminars and workshops for staff 73.7% 73.3% F 
56 lAS - Preparing standard operating procedures for expediting routine departmental activi 73.7% 53.3% v 
57 SR4a - Supervising ... program ... student problems and complaints 70.0% 73.3% F 
58 lA 1 - Preparing departmental vital statistics for internal decision making 70.0% 60.0% p 
59 lA 18 - Communicating with the Affirmative Action Officer concerning related departmen 70.0% 46.7% v 
60 B3a - Planning expenditures for departmental purchases of supplies 65.0% 93.3% E 
61 SR9 - Providing for student input into departmental curricula decisions 65.0% SO.O% v 
62 B7 - Decide priorities for expenditures 65.0% 73.3% F 
63 SR1 - Supervise maintenance of student files 65.0% 66.7% p 
64 HR9b- Evaluating the performance of non-professional staff 65.0% 66.7% p 
65 MR6 - Soliciting grants and outside funds for the department 65.0% 40.0% v 
66 CUR11 - Planning and developing curricular/instructional program reviews 65.0% 20.0% v 
67 CUR7- Evaluating departmental goals and objectives in relation to other departments ar 60.0% 73.3% F 
68 PD2d - Maintaining a professional library for the department 60.0% 66.7% p 
69 B5 - Prepare and explain budget requests 60.0% 60.0% p 
70 IA7- Assessing the operating relationships among departmental personnel, i.e. informal 60.0% 60.0% p 
71 B 1 b - Analyzing expenditures for departmental purchases of equipment 60.0% 53.3% v 
72 PD2e- Assisting faculty in research and scholarly activities 60.0% 53.3% v 
73 B 1 a - Analyzing expenditures for departmental purchases of supplies 55.0% 66.7% p 
74 IA6 - Analyzing the use of time by departmental faculty and staff 55.0% 60.0% p 
75 PD1 c1 - Conduct research to improve my performance as a department chairperson 55.0% 53.3% v 
76 CURS- Surveying community needs and interests concerning curriculum and service 55.0% 40.0% v 
77 MR7 - Contacting prospective employers for departmental graduates 50.0% SO.O% G 
78 B6 - Prepare and monitor a system for all departmental expenditures 50.0% 73.3% F 
79 PD1g- Making professional presentations at state, regional, and national conferences 50.0% 73.3% F 
80 IA3 - Calculating space utilization needs 50.0% 66.7% p 
S1 SR2 - Make decisions concerning individual student admissions 50.0% 60.0% p 
S2 SR3 - Development of an advising and counseling program for students 50.0% 60.0% p 
83 BS - Supervise a system for monitoring expenditures 45.0% SO.O% G 
84 SR6- Prepare enrollment projections 45.0% SO.O% G 
S5 CUR12- Supervising the use of curriculum resources, e.g. library, instructional material 45.0% 33.3% v 
S6 CUR10- Conducting foUow-up studies of departmental graduates 40.0% 53.3% v 
S7 lA 15 - Providing clerical, financial, etc. support for departmental committees 40.0% 53.3% v 
88 lAS - Developing educational specifications for new or renovated facilities 40.0% 46.7% v 
S9 B3c - Planning expenditures for facilities 35.0% 93.3% E 
90 B1c- Analyzing expenditures for facilities 30.0% 93.3% E 
91 lA 16 - Supervising procedures for recommending tenure and promotion 30.0% 60.0% p 
92 B2a - Analyzing salary ... for academic staff 25.0% SO.O% G 
93 B2b - Analyzing salary ... for non-academic staff 20.0% SO.O% G 
94 B4a - Planning salary ... for academic staff 20.0% 73.3% F 
95 8·1b- Planning salary ... for non-academic staff 20.0% 73.3% F 
96 SR10- Directing ... faculty-student social functions 20.0% 53.3% G 
PD1 d -Attending professional meetings related to my responsibilities as department ch; 100.0% 
of 6 responding 
Average (for 96 functions) = 71.0% 
E =Excellent agreement= 90-100% = 14 14.6% 
G = Good agreement = 80-89% = 22 22.9% 
F = Fair agreement= 70-79% = 17 17.7% 
P = Poor agreement = 60-69% = 27 2S.1% 
V = Very poor agreement = below 60% = 16 16.7% 
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At the 95% level of agreement by chairpersons and below. an 
pattern appeared. All things being equal, it might be anticipated that a 
proportional distribution of"No" responses would occur. The college with 
50% of the chairperson respondents would get about 50% of the No's and a 
college with 15% of the respondents would have 15% of the No's. This did 
not occur. A disproportionate percentage of the "No" responses began to 
appear first at colleges #2 and #4. The first eight "No's" are split equally 
between college 2 that had 50% of the returned surveys and college 1 that 
had only 15% of the returned surveys. College 1 did not report its first "No, 
this is not part of my job" until task #54 in rank order. Table 9 displays a 
summary of this distribution. 
Table 9 
Distribution of "task is not part of the job" 
College CPCC wee FCC GTCC 
Agree. Tot. No's 
95% 8 4150% 4150% 
90% 24 22 I 92% 218% 
85% 30 22 I 73% 3/10% 5 I 17% 
80% 28 24 I 86% 217% 217% 
Partial Total 90 010% 72 I 80% 516% 13 I 14% 
The irony is that GTCC was selected for a grant to create and house 
what is now the Carolina Quality Consortium. This is the training center 
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for other North Carolina community colleges that is to assist in 
implementing ''Total Quality Management" policies and procedures, 
involving faculty and staff in decision making, empowering faculty and 
staff, and yet they have the second highest level of No's emerging in this 
study. The No's indicate that these tasks are not perceived as part of the 
chairperson's job. They do not have authority in this area. CPCC 
chairpersons did not report their first "No, this is not part of my job, until 
task #54 on Table 8. 
Leadership. From the advertisements, there was a strong indication 
that leadership is wanted for these positions. Nine times in fourteen 
advertisements leadership is specifically mentioned. Five of the six 
postings from GTCC mention TQM principles and four of the five mention 
participatory management. The request for leadership is definitely widely . 
stated. 
In Table 8 - Rank Order, chairpersons responded that tasks number 
15, 16, 18, 24, and 26 (in rank order), that are leadership related were part 
of their job. The response by chairpersons to these tasks were all90% 
affirmative. Supervisors agree with the chairperson between a high of 
93.3% down to a low of 60% with the perception of the chairperson. 
Curriculum and Teaching. Curriculum related themes were 
mentioned 5 times in the advertisements. Direct references to teaching 
were made 10 times. 
In the survey, "analyzing departmental goals and objectives in 
relation to the mission and goals of the college" was said to be a part of 
their job by 100% of the chairpersons. Only 80% of the time did their 
supervisor agree ·with that perception. 95% of chairpersons said that 
"supervise and coordinate selection of instructional materials and texts" 
was part of their job, whereas only 86.7% of supervisors thought so. 
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Seventeen chairpersons responded to the question about the 
number of hours they teach. The three that didn't answer can't be 
addressed. Three of the seventeen, or 17%, responded that they didn't 
teach at all. Of the remaining, 11 ranged from 3 to 20 hours a week, and 3 
indicating over 20 hours a week teaching. The overall average was 11 
hours per week spent in teaching activities. 
Human Relations Tasks. Tasks from the Human Relations section of 
the questionnaire ranked as 6 of the top 1 7 tasks on Table 8 - Rank Order 
of Tasks. The chairperson's supervisor agreed with that perception from a 
high of 100% (where 100% of the chairpersons had also said it was part of 
the job) to a low of66.7% for "evaluating the performance of professional 
staff." 
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Administration tasks. Tasks from the "Internal Administrati.on" 
section of the questionnaire were relatively low on the list of ranked tasks 
that chairpersons agreed upon as being part of the job. In rank order, 
tasks number 14, 18, 26, 28, and 40 are only 5 out of the top 40. Yet in the 
advertisements and job postings, administrative skills were the most 
mentioned skill or requirement. At ranked question #40 in Table 8, 80% of 
chairpersons are still saying that the task is part of the job. Support or 
agreement from supervisors runs as low as 60 for one task and 66.7% for 
two other tasks. Three of these five tasks have two thirds or less 
agreement from the supervisor that they should be doing this task. 
Agreement by Supervisor. 
The fourth column in Table 8 - Rank Order of Tasks is from the data 
that compared the responses from the chairperson and their supervisor 
from the fifteen paired replies where the questionnaires were both 
returned and were usable by the chairperson and their supervisor. This 
data has been transferred to Table 8 from the data set included in 
Appendix Band identified as "Paired Data." This is the percentage of pairs 
of responses related to that task where the chairperson and their 
supervisor agreed on whether the task was or was not part of the job. The 
last column is an arbitrary grouping of the data from the "agreement" 
column into five categories, Excellent (90% an above) to Very poor (below 
60%), based on the amount of agreement between chairperson and 
supervisor as to whether a task was part of the job. 
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The last task in Table 8 (Task #96) has limited replies as explained 
earlier. Four of the responses came from matched pairs of surveys and 
therefore also showed level of agreement on that task. There was total 
agreement that the chairperson should be doing this. In one pair, the 
supervisor rated the importance as a 2 while the chairperson rated it as a 
4, important. One chairperson rated it a 3. All the others rated this as 
either a 4 or 5, very important. 
Overall, only 71% of the time did the chairperson and their 
supervisor agree on whether a particular task was part of the job or not. 
This is even though 18 out of 20 chairpersons replied that there is a 
written job description. The agreement ranged from a high of 100% for 
four of the 6 tasks that the chairpersons all agreed (100%) was part of the 
job, to a low of 20%. On 43 of the 96 tasks, agreement as to whether the 
chairperson is supposed to or not supposed to do the task, the agreement 
between the chair and their supervisor is less than 70%. 
In Winner's study in Delaware, there was 90% agreement on 28 of 
48 tasks (58.3%). In this study there was 90% or more agreement on only 
14 out of96 tasks(14.6%). Dropping to a 70% agreement level raises the 
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number of tasks agreed on to 53 of the 96 (55.2%), near the percentage of 
tasks that had 90% agreement in Winner's study. 
Table 10 
Comparison of level of"agreement" with Winner's study in Delaware 
level of agreement Delaware-% of tasks This study - % of tasks 
90% 28 I 48 = 58.3% 141 96 = 14.6% 
80% or more 36 I 96 = 37.5% 
70% or more 53 I 96 = 55.2% 
"Swivel Chair12 ." 
Questions MRla (100%), ''Represent the department to the campus 
administration," MR1b (100%), "Represent the department to the public," 
MR2a (95%), "Interpreting campus goals and policies to the department 
staff and students," MR2b (85%) "Interpreting campus communiques to 
the department staff and students," and MR5A&B (both 75%), Mediating 
complaints between students, faculty, and administration, could easily 
define and verify the eXistence of Gmelch's "swivel chair" concept. Strong 
response here by chairpersons that these functions are part of their job 
supports that idea and therefore much of his writing. 
12 Cited also in Chapter 2. Gmelch, W. H. "The Paradox of the Swivel 
Chair.n CSDC Newsletter, v.3, n.l., 1993. 
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Time expectations . 
. Another area that became apparent as to mis-communicated 
expectations and performance or mis-matched perceptions was revealed in 
the responses to questions about the number of hours spent teaching and 
performing administrative duties. (See page 7 of "Paired Data" detail 
included in Appendix B or as Table 9.) . 
One supervisor responded that the chair was teaching 10 hours, 
doing administrative duties 40 hours a week and that was part of a 
reduced teaching schedule. The Chairperson responded that they were 
teaching 0 hours, doing 50 hours a week of administrative work, and no 
release time I reduced teaching load, apparently because they were not 
teaching at all. 
In another pair of responses the chairperson said 40 hours a week of 
administrative work where the supervisor thought they were only 
spending 15 hours a week on such tasks, a 25 hour per week under 
estimation of the load. 
Three over-estimations of the work load by the supervisor of 5 hours 
or less, were offset by eight (40%) under-estimations of from 3 to 25 hours. 
The two largest discrepancies were two supervisors expecting 40 hours per 
week of administrative work plus a reduced teaching load of 10 hours 
(usually considered a half position, making this a full job and a half) and 
-- ---- --------------------------~~-~~ 
the chairperson replying that they were doing 40 to 50 hours a week 
administrative with no teaching and not being a reduced teaching load. 
Table 11 
Work Load - Teaching & administrative as perceived by 
supervisor and chairperson 
In each pair of data columns, the left column is the supervisor's (8) 
response and the right column is the chairperson's (C) response. 
The missing numbers in the grid, represented by##, are -10. 
s 
Negative numbers in the "Difference" row represent an 
overestimation of the load by the supervisor. 
c s c s c s c s c s c s c s c s c s c s c s c s c s c s 
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c 
Hrs teaching 0 0 12 12 0 5 6 15 19 10 0 10 0 0 4 26 23 24 15 15 0 20 21 15 15 15 11 
Difference 0 0 0 4 ## tl# 4 26 0 0 1 0 -4 
Hrs Administr. 40 43 20 15 35 35 10 10 40 40 40 50 40 36 5 5 10 5 20 30 40 10 6 20 25 15 40 
Difference 3 ..s 0 0 0 0 10 -4 5 5 15 10 -4 5 25 
Extra Pay? N N N v N N N y y y N N y 
Red. teach. Jo; N N y y N y y y y N N y N y N y N N y y N N N N y y y y 
Agree? y y N y y y N N N y y y y y y 
Hours 
Teach Range 0 - 26 Avg. 11 
Diff. Range ## - 26 Avg. 1 
Admin. Range 5 - 50 Avg. 25 
Diff. Range ·5 - 25 Avg. 4 
Extra Pay? Yes 5 No 8 
Red.teach? Yes 15 No 13 
Agree? Yes 11 No 4 
Teaching load reduction. In response to the question of teaching 
load, the average in this study was 11 hours per week. Full-time 
curriculum instructors are usually required to teach about 20 hours per 
week. (The official definition at college #4 is 18 to 22 hours of instruction 
per week. Seagren found that the average reassigned or release time was 9 
hourst3 leaving 11 hours for teaching, identical to the average found in 
this study. 
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Administrative Time. Seagren, et al's study found the average 
number of hours for chair administrative responsibilities fell between 31 
and 40 hours per week. This study found the average to be 28 hours. 
However, remember that college #2 had a large number of tasks that their 
chairs said were not part of their job that were part of the chair's job at the 
other colleges. At college #2 is where both the highest and lowest number 
of hours occur for this category. If college #2 is eliminated, the average 
rises only slightly to 29.333 hours per week. The largest single reply to 
Seagren, et al's study was in the 41 to 50 hours per week (29.6%) with the 
mean falling into "31-40 hours per week." 
Training Need 
The need for training was translated from the questionnaire and 
reported under "Chair Answers" in Appendix B, as 1 for "None", 2 for 
"Some", and 3 for "Considerable'' training needed as reported by the 
chairpersons. 
Table 12 summarizes the detail shown in Table 13 regarding the 
training needs perceived by chairpersons for each task. 
13 Ibid., p. 19 
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Table 12 
Number of tasks where chairpersons say training is needed 
#of tasks description of training need 
7 where 30% of chairs indicated they needed 
"Considerable" training 
31 half or more indicated they need "some" or 
"considerable training 
Thirty percent of chairpersons surveyed indicated that they need 
"some" or training on a task. An additional fifteen percent of chairpersons 
indicated they need "considerable" training on a task. 
Table 13 is an extraction of only the responses to the perceived need 
for training from the complete data set identified as "Chair Answers" in 
Appendix B. 
Demographic Data. 
This data serves two purposes. One, to verify that the sample taken 
has some semb!ance to the only large survey done of community college 
chairpersons14• Minor differences would be explained by the small sample 
size of this study. With only twenty chairpersons in the sample each 
response would have a double 5% impact if it were different, 
14 
Seagren, A. T., D. W. Wheeler, J. W. Creswell, M. T. Miller, & K. 
VanHorn-Grassmeyer. Academic Leadership in Community Colleges. 
Lincoln, Nebraska: University of Nebraska Press, 1994 
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Rank order of responces from Chairpersons- Do you need training? Average 
Boxed item indicates 6 (30%) said they need considerable training 
Boxed scores under "Z' and "3" indicate 50% said they need at least some training 
HR9a- Evaluating the performance of professional staff 2.00 
2 MR9- Motivating faculty and staff 2.00 
3 CUR13- Planning implementing and evaluating the use of new instructional materials o 1.95 
4 PD2i - Counseling and advising faculty 1.95 
5 SR8 - Advising students 1.90 
6 CUR3- Establish longer term goals and objectives for curriculum and instruction 1.89 
7 SR3 - Development of an advising and counseling program for students 1.85 
8 CURS- Analyzing departmental goals and objectives in relation to the mission and goal 1.84 
9 CUR1 - Establish procedures for developing goals and objectives 1.84 
1 0 I MR6 - Soliciting grants and outside funds for the department 11.84 
11 SR4b - Supervising ... program ... student/faculty problems and complaints 1.80 
12 PD2f- Assessing and providing feedback to staff about their performance on a regular 1.79 
13 PD2h - Providing opportunities for faculty to keep abreast of changes in their area(s) 1.79 
14 PD1 h - Presenting classroom instruction current with knowledge and technology in my 1.79 
15 lCUR2- Establish short term (one year) goals and objectives for curriculum and instruc) 1.79 
16 SRS - Conduct reviews of departmental student policies 1.75 
17 SR4a- Supervising ... program ... student problems and complaints 1.75 
18 HR1 - Identifying personnel needs for departmental programs 1.75 
19 HR8- Prepare and conduct an on-going orientation program for all new personnel empl 1.75 
20 PD2 a- Providing seminars and workshops for staff 1.75 
21 IA17- Making decisions concerning faculty retention/release 1.74 
22 B6- Prepare and monitor a system for all departmental expenditures 1.70 
23 CUR9- Surveying student needs and interests concerning curriculum and service 1.70 
24 lA 11 - Utilizing data and stictics from the campus office of institutional research ... for p 1.68 
25 PD2c - Assisting faculty in the securing of funds for professional development activities 1.68 
26 MR1 a - Represent the department to the campus administration 1.68 
27 MR 1 b - Represent the department to the public 1.68 
28 HR2 - Insuring that all departmental positions are described by job descriptions 1.65 
29 HR4- Review credentials of applicants for departmental positions 1.65 
30 lA 1 - Preparing departmental vital statistics for internal decision making 1.63 
31 IA4- Utilizing computer services for departmental management 1.63 
32 PD1 e1 - Requesting evaluation and feedback about my performance from departmenta 1.63 
33 PD1e2- Requesting evaluation and feedback about my performance from the dean 1.63 
34 CUR4- Establish procedures for development of curriculum guides, course descriptiol'1 1.63 
35 CURB- Surveying community needs and interests concerning curriculum and service 1.63 
36 PD1 a- Reading professional journals to and books related to the responsibilities of a dE 1.63 
37 MRSa - Mediating faculty complaints/problems with the college administration 1.63 
38 MR5b - Mediating student complaints/problems with the college administration 1.63 
39 PD1 b- Reading books and periodicals of general interest to higher education, ... 1.63 
40 PD1 c2- Conducting research to enable me to grow professionally 1.61 
41 PD2d - Maintaining a professional library for the department 1.61 
42 SR7 - Providing for student input In departmental evaluations 1.60 
43 B3b - Planning expenditures for departmental purchases of equipment 1.60 
44 BS- Prepare and explain budget requests 1.60 
45 B7 - Decide priorities for expenditures 1.60 
46 88 - Supervise a system for monitoring expenditures 1.60 
47 HR6- Interviewing prospective faculty 1.60 
48 HR9b - Evaluating the performance of non-professional staff 1.60 
49 lA 14- Utilizing committees relative to accomplishment of departmental functions 1.58 
50 MR2a - Interpreting campus goals and policies to the departmental staff and students 1.58 
51 PD2b - Encourageing staff attendance at professional meetings 1.58 
"1" "2" "3" 
6 
7 
6 
8 
8 
8 
6 
7 
8 
9 
7 
8 
8 
9 
10 
7 
8 
8 
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10 
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9 
11 
9 
10 
10 
8 
5 
8 
4 
6 
5 
11 
8 
6 
4 
10 
7 
7 
5 
3 
11 
9 
9 
7 
5 
6 
8 
4 
7 
5 
5 
6 
7 
5 
7 
6 
6 
3 
4 
5 
6 
3 
4 
4 
5 
6 
2 
3 
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4 
3 
5 
3 
4 
4 
10 5 4 
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10 6 3 
10 
10 
11 
11 
11 
11 
11 
12 
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10 
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10 
10 
11 
6 
6 
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2 
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10 
8 
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6 
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5 
3 
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4 
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4 
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2 
3 
2 
2 
3 
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52 PD2g - Providing for continuous process of inquiry and discussion about the programs 1.58 11 5 3 
53 MRS - Recruiting students 1.58 11 5 3 
54 PD1 f- Maintaining a personal professional library with sufficient new materials 1.58 12 3 4 
55 MR4- Preparing departmental! status reports 1.58 12 3 4 
56 MR2b - Interpreting campus commumiques to the departmental staff and students 1.58 13 4 2 
57 SR9 - Providing for student input into departmental curricula decisions 1.55 11 7 2 
58 HR3 - Utilize faculty input in the selection of departmental personnel 1.55 11 7 2 
59 IA9 - Making decisions relative to the organizational structure of the department, i.e. go1 1.53 10 8 1 
60 lAS - Developing educational specifications for new or renovated facilities 1.53 11 6 2 
61 PD1c1 -Conduct research to improve my performance as a department chairperson 1.53 11 6 2 
62 CUR7- Evaluating departmental goals and objectives in relation to other departments a 1.53 12 4 3 
63 SR2 -Make decisions concerning individual student admissions 1.50 11 8 
64 SR6 - Prer:-3re enrollment projections 1.50 11 8 1 
65 B 1 a - Analyzing expenditures for departmental purchases of supplies 1.50 12 6 2 
66 B1 b -Analyzing expenditures for departmental purchases of equipment 1.50 12 6 2 
67 B 1 c - Analyzing expenditures for facilities 1.50 12 6 2 
68 B2a - Analyzing salary ... for academic staff 1.50 12 6 2 
69 83a - Planning expenditures for departmental purchases of supplies 1.50 12 6 2 
70 HR7 -lnvoMng faculty in final selections of new departmental faculty members 1.50 12 6 2 
71 CUR11 -Planning and developing curricular/instructional program reviews 1.50 12 6 2 
72 83c - Planning expenditures for facilities 1.50 13 4 3 
73 CUR1 0- Conducting follow-up studies of departmental graduates 1.50 14 2 4 
74 IA6 - Analyzing the use of time by departmental faculty and staff 1.47 11 7 1 
75 IA7- Assessing the operating relationships among departmental personnel, i.e. informa 1.47 12 5 2 
76 lA 12 - Delegating authority and responsibility to departmental personnel for completion · 1.47 12 5 2 
77 lA 16 - Supervising procedures for recommending tenure and promotion 1.47 13 3 3 
78 82b - Analyzing salary ... for non-academic staff 1.45 13 5 2 
79 HR5 - Recruiting new faculty 1.45 13 5 2 
80 lAS - Preparing standard operating procedures for expediting routine departmental acti~ 1.42 12 6 
81 PD1g- Making professional presentations at state, regional, and national conferences 1.42 12 6 
82 IA15- Providing clerical, financial, etc. support for departmental committees 1.42 13 4 2 
83 lA 18 - Communicating with the Affirmative Action Officer concerning related departmer 1.42 13 4 2 
84 PD2e- Assisting faculty in research and scholarly activities 1.42 13 4 2 
85 MR7 - Contacting prospective employers for departmental graduates 1.42 13 4 2 
86 SR1 -Supervise maintenance of student files 1.40 11 7 1 
87 CUR6- Supervise and coordinate the selection of instructional materials and texts in th 1.37 13 5 1 
88 IA10- Directing the handling of routine office functions, i.e. correspondence, operating 1.37 13 5 
89 MR3 - Attend college meetings 1.37 15 3 
90 B4a - Planning salary ... for academic staff 1.35 14 5 1 
91 IA2 - Preparing requisions for departmental purchasing 1.35 15 3 2 
92 IA3 - Calculating space utilization needs 1.32 14 4 
93 lA 13 - Directly supervising departmental office operations 1.32 14 4 
94 CUR12- Supervising the use of curriculum resources, e.g. library, instructional materia 1.30 15 4 
95 84b - Planning salary ... for non-academic staff 1.25 16 3 
96 SR 1 0 - Directing ... faculty-student social functions 1.20 17 2 
PD1 d -Attending professional meetings related to my responsibilities as department chairperson 
Count of !'s, 2's, and 3's: 1039 551 273 
% of responces: 56% 30% 15% 
Average per question: 1.59 
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Answers from 20 Department/Division Chair surveys -
Demographic data 
C1 C2 C3 lc4 
Survey#- 2 33 34 4 6 8 1 0 12 14 16 18 20 22 24 36 44 26 28 30 32 
Position c c c c c c c c c c c c c c c c c c c c 
Gender 
Age 
25-34 
35-44 1 1 1 
45-54 1 1 1 1 1 1 1 1 1 
55-64 1 1 1 1 1 1 
65 & Over 1 
Prior to this administrative position ... 
member of the dept. 1 1 1 1 1 1 1 1 1 1 1 
from another dept. I 1 1 1 
from outside, similar ... 1 1 1 
other adm. exper. I 1 1 
Prior administrative experience ... 
no 1 1 1 1 1 1 
as assist. chair 1 
as a chairperson 1 1 
other exp. in H.E. 1 1 1 1 1 
other outside H.E. 1 1 1 1 1 1 1 1 1 
How many hours per week do you spend teaching? 
1211151111 
How many hours per week do you spend perfonning administrative tasks? 
1401 sl25l40l 
How many years have you served as chairperson? 
I sl12l26l15l 
What was your age when you assumed your present position? 
1381 1311291 
93 
13 68.4% 
6 31.6% 
0 0.0% 
3 15.8% 
9 47.4% 
6 31.6% 
5.3% 
11 57.9% 
3 15.8% 
3 15.8% 
2 10.5% 
6 26.1% 
1 4.3% 
2 8.7% 
5 21.7% 
9 39.1% 
11 Avg 
28 Avg 
10 Avg. 
42 Avg. 
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What was your highest degree when you were made chairperson? 
Asso. degree 0 0.0% 
Bachelor's 1 1 1 1 4 21.1% 
Master's 1 1 1 1 1 1 1 1 1 1 1 11 57.9% 
Edu.Spec. 0 0.0% 
Doctorate 1 1 2 10.5% 
No degree 1 1 2 10.5% 
What is your current highest degree? 
Asso. degree 0 0.0% 
Bachelor's 1 1 1 3 15.8% 
Master's 1 1 1 1 1 1 1 1 1 1 1 1 12 63.2% 
Edu.Spec. 0 0.0% 
Doctorate 1 1 2 10.5% 
No degree 1 1 2 10.5% 
Is your appointment limited to a specific term? 
3 
16 
How were you selected? 
by the Dean, ... I 1 1 1 1 1 1 1 1 1 1 1 1 1 1 14 n.a% 
Elected by faculty ... 0 0.0% 
Recom. by faculty ... 1 1 5.6% 
Screening com. I 1 1 1 3 16.7% 
Other I 0 0.0% 
17 89.5% 
2 10.5% 
0 0.0% 
20 100.0% 
D oes your salary include a st1pend or d"ff h 1 erential or being c airperson ?? 
Yes I 1 1 1 1 1 1 1 7 38.9% 
Amount? see note 1 ## ## ## Avg $ 2,233 
No j1 1 1 1 1 1 1 1 1 1 1 11 61.1% 
Note 1: Amounts that do not display because of the gnd are $1 ,200, $1 ,000, and $4,500. 
Do you work on a reduced teaching load? 
Yes 1 1 1 1 1 1 1 1 1 1 10 50.0% 
Hours reduced? 12 12 3 12 5 3 5 6 Avg. 7.25 
No 1 1 1 1 1 1 1 1 1 1 10 50.0% 
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decreasing one item and increasing another by 5% each. Secondly, there 
are some specific factors that have implications for the colleges. 
Table 14 summarizes the demographic data findings of this study. 
Gender. In this study 68.4% of the chairpersons were male and 
31.6% female. Seagren, et al15, found 59.3% male and 40.7% female in 
their study involving 9,000 community college chairpersons. This study 
has a similar but slightly higher male participation than the larger study. 
Age. This study found the sampled chairpersons slightly older then 
Seagren, et al's study16• Two considerations- a single reply makes a 5.3% 
shift (19 responses in the data set) in two areas; and with the age of the 
North Carolina community colleges it would be expected that there would 
be a number of people that have over twenty years of service at the 
colleges. The aging staff was expected. Table 15 shows the age distribution 
found in this study and also in Seagren, et al's study. 
Age group 
25-34 
35-44 
45-54 
IS Ibid., p. 13 
16 Ibid. 
Table 15 
Age of department chairpersons 
This study Seagren's study 
0% .4% 
15.8% 27.0% 
47.4% 46.9% 
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55-64 31.6% 23.5% 
65 & Over 5.3% 2.1% 
Highest degree. This study again found results similar to Seagren, 
et al's study17 of over 3,000 department chairs in this area with close to 
60% of chairpersons having a Masters degree. This study is skewed 
slightly left of Seagren, et al's study with more chairpersons having below 
a Masters degree whereas the larger study has over twice as many 
Doctoral degrees. 
Table 16 
Degrees held by chairpersons 
Highest Degree This study Seagren's study 
Less than Bacc. 10.5% 3.3% 
Baccalaureate 15.8% 9.2 
Masters 63.2% 59.3% 
Specialist 0% 4.6% 
Doctorate 10.5% 23.6% 
17 Ibid., p. 13 
- -· -- ·- -------------------------
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CHAPTER FIVE 
Summary, Conclusions, and Recommendations 
J. J. Cribbin stated that "As all managers know and all business 
school graduates are destined to discover to their dismay, rules never seem 
to work out as formulated. They concentrate on what managers should do 
rather than on what they actually do." Those rules include job 
descriptions. Gary Filan said that "You're lucky if you have a job 
description." The real problem may lie in whether the job description is 
describing what the chairperson does, expects to do, or what their 
supervisor really expects them to do. 
This study examined managers. specifically department chairs in 
community colleges, their roles, perceptions, and what they actually do. 
Then this study examined the congruence or incongruence that exists 
between two of the multiple views and perceptions of the community 
college department chair. The focus was primarily on the perceptions of 
the chairperson and their immediate supervisor and how they matched 
and differed. 
Changing roles, undefined roles, and multiple sets of expectations 
all lead to ambiguity and conflict. Expectations vary according to the 
----- --- ----------------------~---=--~-~-~---=---=---~---
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individual's perception of the role. That perception is built upon several 
bases - written job description, advertisements for similar positions, 
literature, communication with the immediate supervisor to validate 
perceptions. But a variance will still occur. This variance of expectations 
may be small or large. Reducing the variance would reduce role conflict 
and ambiguity. Role conflict and role ambiguity lead to stress and 
burnout. Conflict, ambiguity, stress, and burnout all lead to less 
productivity and ineffectiveness. 
This study examined department chairpersons' perceptions of their 
job. This was then compared to their supervisor's perception of their 
chairperson's job. 
Chairpersons were asked what tasks they felt they needed training 
on in order to better perform those tasks. 
Some basic demographic data was collected as well. 
Research Questions 
In Chapter One, four questions were presented that this study 
answered. Predicated on the data presented in Chapter Four, those 
questions are answered here. 
What do department chairs do [and don't dol? The answer to this 
question is found by looking at the tasks with the highest ''Yes" response 
rates by chairpersons. Table 8 gives a list of tasks that are performed by 
--------~--"-----~--~==-~~~=====~==···=-···=-=--~-=·---
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chairpersons at the colleges examined in this study. They are in 
descending order of frequency of affirmative response by the chairpersons. 
There were only six tasks that all of the surveyed chairpersons agreed on 
as being part of the job. However only four of those tasks had 100% 
support and agreement from their supervisor that they should be doing 
that task. 
Twenty si..-x of the ninety six tasks were identified by 90% or more of 
the chairpersons as being part of their job. This cannot, however, be 
construed to mean that these twenty si..-x tasks make up a "standard job 
description" for chairpersons. Thirty two times among the twenty 
chairpersons a "No" response was made to at least one of these tasks on 
the questionnaire. 
Differences between colleges makes a big difference also. At CPCC 
and FCC, all the chairpersons replied "Yes" to all twenty six of these tasks. 
Yet 81% of the thirty two "No's" were expressed from \VCC. Clearly a 
difference of role expectations between \VCC and the other colleges. 
There were a number of similarities and consistencies and 
differences, both within colleges and between colleges. What may be 
acceptable at one college may not be what another college wants -
philosophically or administratively. 
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There were only four tasks that received 100% affirmative responses 
from chairpersons and their supervisors as being part of the chairperson's 
job. With such small consistency, and the small sample size, and that 
there was no data collected from the supervisors of the chairpersons at one 
college, there can be no single set of tasks for which it is said, "This is 
what a community college department chairperson does." 
Do they do what they think they should be doing? In most cases the 
chairperson was doing the tasks rated as important tasks. Occasionally, 
such as question CURl, at college #2, two of the four No's for being part of 
the job, also said that that task was 5-very important. This would seem to 
indicate that they are not allowed to make that decision because of an 
administrative I philosophical decision on empowering the person to make 
decisions or maintaining control. 
Part of the expectation of what chairpersons should do comes from 
what they are told or anticipate from other similar positions. The 
advertisements and job postings give a reasonably correct general 
description of the job of chairperson. The job descriptions are reasonably 
correct general descriptions. But they are very general. Eighty nine 
percent of the chairpersons said there was a written job description for 
their position and yet the next research question shows a lack of common 
understanding and perception. 
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Are they doing what their supervisor thinks they should be doing? 
This question emerges as possibly the most important. The congruence 
between the chairperson's perception and their supervisor's perception as 
to whether any specific task was part of the chairperson's job was 
tabulated. What this study revealed was the matching, agreement, 
congruence or incongruence, of the chairperson's opinion I perception and 
their supervisor's opinion I perception (columns 4 and 5 of Table 8) of what 
tasks are part of the chairperson's job. 
This study exposed a great discrepancy between what chairpersons 
thought was their job and what their supervisor thought was their job, 
even though there was a written job description. 
Agreement between chair and supervisor is important to reduce role 
conflict and ambiguity whether it is to agree that a particular task should 
or should not be done. What is possibly more important than determining 
what the tasks associated with a particular position are, or whether the 
person feels it is important, is to come to a common understanding and 
agreement of what those tasks and expectations are. The level of 
incongruency of expectations found in this study, 29%, is probably causing 
much stress for the chairpersons. Stress for the department chair is 
contributed to by several factors that were identified by Gmelch in a study 
of 1600 chairs from 200 four-year institutions. Most of the same factors 
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appeared in this study- role ambiguity, workload, evaluating faculty 
performance, attending meetings, and the double pressure of the "swivel 
chair" position. If roughly 30% of the time someone was either doing 
something their supervisor thought they shouldn't be doing or not doing 
something they should be doing, there would be considerable conflict and 
stress. 
For example: internal administrative task #12 from the survey was 
the delegating of authority and responsibility to departmental personnel 
for completion of tasks. Ninety percent of chairpersons said this was part 
of the job and 86.7% of supervisors agreed with the position the respective 
chair took. Yet on a similar task, internal administrative task #14, using 
committees to accomplish departmental functions, 80% of the chairs still 
said this was one of their tasks, but only 60% of their supervisors agreed 
with their perception. Could the thinking be that delegating authority to 
an individual holds them individually responsible while using input from 
a committee doesn't necessarily hold anyone responsible. Might the 
perception be that of lost accountability or loss of control? Would this raise 
a question of conflict between concepts of leadership, participatory 
management, TQM, etc., all of which were mentioned in the 
advertisements and postings? This leads to the role conflict and role 
ambiguity. 
------ ----------------------------
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Do they think they need training to do their job more effectively? 
.4Jmost half ( 45%) of the chairpersons responded that they felt a need for 
training to be able to do their job more effectively. There were seven tasks 
that 30% of chairs indicated needing "Considerable" training and thirty 
one tasks where half or more of the chairs indicated needing training. 
Conclusions 
There can be no "standard job description" for a chairperson due to 
the independence of administrative philosophies between colleges. Even 
v.rithin a college, there may be structures or circumstances that allow more 
independence and entrepreneurial activity in one department than in 
another. However, predicated upon an analysis of the data, the follo'\\ri.ng 
conclusions are presented: 
(1) In general, chairpersons in this study were performing tasks 
which they felt were important. 
(2) There seems to be a lack of communication and common 
understanding and agreement between chairpersons and their supervisors 
as to specifically what tasks are expected to be performed by the 
chairperson. Filan's statement of, "You're lucky if you have a[n] [accurate] 
job description" seems to be upheld. The written job descriptions are 
vague, general, and incomplete except for the one collected that was 
written by the chairperson that reported/described what he actually did. 
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That six page description of duties and functions is onlr hinted at by the 
twelve line description in the job posting for the same position. (Both are 
included in Appendix C.) 
(3) Almost half of the chairpersons indicated that ther need training 
on one or more tasks in order to better fulfill their expectations of their job. 
Table 17 lists the 32 highest needs for training expressed by the 
chairpersons. 
Several tasks are indicated as being related to more than one 
category (Administrative, Leadership, Curriculum). A task such as HR9a 
"Evaluating the performance of professional staff," involves the 
Administrative function of evaluation and also involves a leadership role 
and function. Twelve of the tasks were determined to relate to more than 
one of the three major categories of chairperson responsibilities and roles. 
Table 17 
32 highest training needs 
Assigned as administrative, leadership, and curriculum related. 
Task# Task Admin. Leader. Currie. 
HR9a Evaluating the performance of professional X X 
staff 
MR9 Motivating facultv and staff X 
CURI3 Planning, implementing and evaluating the X X 
use of new instructional materials or 
methodologies 
PD2i Counseling and advising facultv X 
SR8 Advising students X 
CUR3 Establish longer term goals and objectives for X X X 
curriculum and instruction 
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SR3 Development of an advising and counseling X X 
program fur HtudentH 
CUR5 Analyzing departmental goals and objectives X X 
in relation to the mission and goals of the 
college 
CURl Establish procedures for developing goals and X X 
objectives 
MR6 Soliciting grants and outside funds for the X 
department 
SR4b Supervising ... program ... sturlentlfar.ulty X 
problems and complaints 
PD2f Assessing and providing feedback to staff X X 
about their performance on a regular basis 
PD2h Providing opportunities for faculty to keep X X 
abreast of changes in their area(s) 
PDlh Presenting classroom instruction current with X 
knowledge and technologv in mv field 
CUR2 Establish short term (one year) goals and X X X 
objectives for curriculum and instruction 
SR5 Conduct reviews of departmental student X 
policies 
SR4a Supervising ... program ... student problems X 
. and complaints 
HRI Identifying personnel needs for departmental X 
proerams 
HR8 Prepare and conduct an on going orientation X X 
program for all new personnel emploved 
PD2a Providing seminars and workshops for staff X 
IAli Making decisions coneerning faculty X X 
retention/release 
B6 Prepare and monitor a system for all X 
departmental expenditures 
!All Utilizing data and statistics from the campus X 
office of institutional research ... for planning 
and decision making ... 
HR2 Insuring that all departmental positions are X 
described bv job descriptions 
HH4 Review credentials of applicants for X 
departmental positions 
!Al Preparing departmental vital statistics for X 
internal decision making 
SR7 Providing for student input in departmental X 
evaluations 
B3b Planning expenditures for departmental X 
purchases of equipment 
H5 Prepare and explain budget requests X 
B7 Decide priorities for expenditures X X 
B8 Supervise a system for monitoring X 
expenditures 
--------·-. --
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HR6 Interviewing prospective facultv X 
Total administrative, leadership 21 18 7 
curriculum: 
From this table it can be seen that the chairpersons expressed a 
need for training primarily in administrative and leadership functions and 
tasks. 
Administrative functions and tasks such as planning, budgeting, 
statistics, and evaluation techniques might best be taught through 
training programs v.rithin the college's own business administration 
program or business and industry services division. Other options would 
be to utilize the resources at the business school at a locally accessible 
university or commercial management training programs. 
The Leadership skills, primarily "people related" skills, involving 
such topics as motivation, change, communication, teams, goals, 
relationships, were also very high on the "needs" list. Internally at the 
community college level, leadership training programs may not be readily 
available. Utilizing the resources of a locally accessible university, a 
"educational leadership" program might be accessed. In Michigan, Western 
Michigan University in Kalamazoo (the west side of the state) delivered a 
Graduate program in Educational Leadership on the eastern side of the 
state by using student pilots in their aviation program, who needed flying 
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time, to fly professors across the state to deliver a program. With satellites 
and "distance learning," technology is delivering programs wherever they 
are wanted. A multitude of other programs are available locally through 
organizations like the Center for Creative Leadership in Greensboro and 
North Carolina State University in Raleigh. 
The curriculum development training needs could be met through 
resources similar to those above - i.e. the school of education at a nearby 
university. 
Recommendations for Community College Administrators 
The first recommendation is for supervisors and chairpersons to 
discuss, negotiate, and come to agreement on what the job activity, 
requirements, and demands are. "Encourage chairs to clarify and negotiate 
roles with ... upper administrators." A new philosophy of management" ... 
where people talk to each other!" as Tom Peters might say. It's not 
necessarily the written rules, it's the trust and understanding that will 
make for productivity. 
One implication of the age distribution is that, assuming no other 
reorganization or restructuring, 36.9% of the current chairperson positions 
may become vacant within the next ten years from retirement alone. 
GTCC has posted six division chair positions and two academic dean 
positions in the last fourteen months. 
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This study showed that over half of the current chairpersons came 
from within the department they chair. If there is to be a qualified pool of 
replacement candidates available from within, colleges should consider a 
training program for faculty. That way when positions become vacated, a 
ready supply of capable candidates would be available. Rouche wrote that 
many chairpersons come to the position and do not have the training to be 
effective managers. Training programs for all faculty and then additional 
specific training for chairpersons may make for a better equipped, more 
productive, less stressed faculty. 
There are numerous sources of training for managers. General 
management programs through organizations like the American 
Management Association, the Center for Creative Leadership, and Dr. 
Filan's organization, The National Community College Chair Academy in 
Mesa, Arizona which is looking for participants from North Carolina to use 
to expand I multiply the delivery of its programs to more community 
colleges. 
It is recommended, based on this study, that colleges assess the 
specific training needs of its faculty and staff. Having assessed the specific 
needs, time and I or resources should be made available for training. 
Part of the stated "Mission of the Community College System" is to 
provide training to upgrade job skills, meet career needs of individuals, 
occupational training for agencies, and provide sound management 
practices. This could/should/does include training programs for the 
college's own personnel. 
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The specific areas of training need mentioned by chairpersons 
included planning, supervising, evaluating, and motivating. Over half of 
the chairs were interested in training on how to apply for grants. That 
should certainly be of interest to higher administration - unless it is 
conflict of philosophy I empowerment I control where all such activity is to 
be done by some higher level of administration. If a chairperson were to 
apply for and receive a grant, might they think they have power and 
control of the spending of that money. This becomes more than just a task 
and skill to do or not do, but a question of power, control, empowerment, 
and administrative philosophy. 
Use of this study 
One of the dissertations that was obtained through inter-library 
loan required that the reader sign inside the cover before it was released. 
This was the first time it had been read since being written in 1980, 
according to the sign out page. At present this dissertation will be 
distributed to twenty six people who have requested copies of the study. It 
is hoped by the writer that this study will foster the communication 
needed between chairpersons and their supervisors so as to negotiate and 
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arrive at a common understanding of just what their job is. what it might 
become, and how they might access resources to improve their skill level so 
as to better be equipped to perform their job. 
I 
In the original .statement of purpose it was stated that the results 
and end product of this study are intended to assist administrators and 
policy makers in assessing their own colleges and make decisions as to the 
present roles, and what they may desire the future roles of their 
department chairs to be. To that end copies of this study will be 
distributed to every North Carolina community college and to the North 
Carolina Department of Community Colleges. 
Recommendations for further studies 
Similar studies could be done by investigating a specific college. The 
primary interest may be to establish a common set of tasks for 
chairpersons within the college and a standard realistic job description. 
A study of faculty and chairperson training needs could be done to 
determine and address those needs at a single college. 
Another area of study could be to examine a group of colleges with 
some common characteristic, such as size, based on FTE or student head 
count or number of faculty. 
Another area of possible study would be exit interviews with 
chairpersons and/or faculty. Here it might possibly expose both positive 
-------------~=-~····---·-------=· 
and negative environment factors and experiences. Then the 
administration could assess the environment they are creating and 
perpetuating and decide if they want to continue or change. 
111 
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Appendix A 
Permission request for Questionnaires 
Cover letters 
Questionnaire 
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Februmy 17, 1995 
Dr. Alan T. Seagren 
University of Nebraska- Lincoln 
1210 Seaton Hall 
Lincoln, NE 68588-0638 
Dear Dr. Seagren, 
We talked in July '94 as I was researching in preparation for starting 
my dissertation related to community college depanment chairs here at 
University of North Carolina Greensboro. I appreciate your assistance 
in then in referring me to Janet French's dissertation and I also 
ordered and purchased your book Academic Leadership in Community 
Colleges. I already had The Academic Chairperson's Handbook. 
In Janet French's dissertation there is a questionnaire titled "The 
Department Chairperson's Perceptions of Administrative Tasks and 
Professional DeVelopment Needs" that indicates a copyright of 1978 
by the Office of the Assistant Vice Chancellor for Program 
Development and Review, University of Nebraska- Lincoln. In pursuit 
of permission to use that instrument, The office of the Vice Chancellor 
for Academic Affairs directed me to you. I would like to request 
permission to use, in part, and I or in modified fonn the survey 
instrument in doing my dissertation involving community college 
department chairs in North Carolina. 
In addition, your book, Academic Leadership in Community Colleges, 
also has a swvey that has several questions of similar content. I am 
requesting permission to use, in part or in modified form, questions 
from that instrument from Gary Filan, National Community College 
Chair Academy. I would rather err in favor of asking and getting 
pennission than wording a question to collect similar data and be 
accused of infringing. If you feel that you also have inlCrest or control 
over that survey, I would request your permission there also. 
Enclosed is a SASE for your convenience in replying. 
Thank yon, 
Richard R Dymmel 
440 I Wild Oak Lane 
Greensboro, NC 27406-8306 
phone: 910/674-7564 
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Fcbmary 17, 1995 
Dr. Gary Filan 
The National Community College Chair Academy 
Mesa Community College 
1833 West Southern Ave. 
Mesa, AZ 85202 
Dear Dr. Filan, 
We talked in mid-·94 as I was researching in preparation for starting 
my dissertation related to community college department chairs here at 
University of North Carolina Greensboro. I appreciate the material you 
sent me and would hope that some day I might be able to attend your 
series. 
In Seagren, Wheeler, Creswell, Miller, and VanHorrn-Grassmeyer's 
book.Academ~ Leadership in Community Colleges (1994), there is a 
questionnaire titled "International Community College Chair Survey 
1992." Much of the information I intent to collect will be similar to 
that which your instrument collected, as well as that of an instrument 
that came out of the University ofNebraska that I found in a 
dissertation done by Janet French and supervised by Dr. Seagren. I 
have received permission from Dr. Seagren to use that instrument, and 
would like to request permission to use, in part, and I or in modified 
form the survey instrument from The National Community College 
Chair Academy in doing my dissenation involving community college 
department chairs in North Carolina. 
Enclosed is a SASE for your convenience in replying. 
Thank you, 
Richard R Dymmel 
4401 Wild Oak Lane 
Greensboro, NC 27406-8306 
phone: 910/674-7564 
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.: .•... 
. . . 
University of 
Nebraska 
Uncoln 
Department of Educational Administration 
1204 Seaton Hall 
P.O. Box 880638 
Lincoln, NE 68588-0638 
(402) 472-3726 
March 2, 1995 
Mr. Richard R. Dymmel 
4401 Wild Oak Lane 
Greensboro, NC 27406-8306 
Dear Mr. Dymmel: 
This letter is in response to your request for permission to use the 
questionnaire entitled "The Departmental Chairperson's Perceptions of 
Administrative Tasks and Professional Development Needs," copyright, 1978, 
and utilized in Dr. Janet French's dissertation. As the primary author of that 
survey, I submitted the instrument for copyright and authorize you to use 
this instrument. We request that you provide a copy of your results. 
In adc'ition, your inquiry requested permission to use part of the ~ · rvey that 
was utilized in the study of community college chairs and deans the results of 
which are repeated in Academic Leadership and Community College 
published by the University of Nebraska Press. Dr. Filan and I have discussed 
your request and are in agreement to authorize you to use, in part or 
modified form, questions from the instrument utilized in that study. Once 
again we request that you provide a copy of your re~;ults of your study. 
Sincerely, 
.u~.--r-~ 
Alan T. Seagren 
Professor 
c: Dr. Gary Filan 
ATS/wpc 
l.WYefsity o1 Nebraska-Uncoln Univenlity ol Nebraska Medical Center University ol Nebraska at Omaha University ol Nebraslca at Kearney 
--- - ---------
The questionnaire is a total of 12 pages. It was printed as three 
llx17 double sided pages, folded, and coalated to make a booklet. 
Each survey will have included with it a cover letter with 
instructions to the chairperson or the chairperson's supervisor. A 
copy of a letter from the president of Guilford Technical Com unity 
College supporting the study was also included. 
Each survey was identified with a number and paired, one for the 
chairperson and one for their. Self addressed, stamped envelopes 
were provided with each survey. The return envelope, letters, and 
survey were packaged into a larger envelope for distribution, in 
pairs, to the chairperson with instructions to pass the survey 
identified for their supervisor on to their supervisor for completion 
also. 
Follow up letters and postcards were also sent to each participant. 
Chairperson Chairperson's supervisor 
Supervisor's packet was included in the total packet sent to the 
chairperson. 
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L. 
June 9, 1995 
Fellow Cologue, 
RichDymmel 
C.C.Chair Study 
4401 Wild Oak Lane 
Greensboro NC 27406-8306 
Home Phone: 
910/674-7564 
office at GTCC 
910/334-5211 
About a week ago you should have received a green survey with a postage paid return 
envelope. If you already sent in your survey on community college department chairs-
Thank you. 
TI1erc arc only 29 department chairs and their corresponding supervisors that were included in 
the sample from four community colleges. Your survey is important to this study. TI1ere is 
very little published about community college department chairs so this is an opportunity to 
participate in a significant study. 
Please return your survey to U1c address above as soon ns possible. 
If you did not receive your survey, please contact me immediately and a replacement packet 
Will be sent to you. 
.June 23, W95 
A couple weeks ago I sent out packets of surveys to specific 
department chairs. In those packet was ah-;o the survcv 
packet for the supervisor. · 
Your survey has not come hack yet. 
If vou've filed it out and sent it off alrcadv - thank vou - and 
ju~t. ignor this request and packet.. . · 
If you received it and just didn't get to it yet, if you could 
please get o it as soon as possible, it would help in being able 
to do the data analysis. 
If you. for whatever reason, did not receive your packet, 
please complete the enclosml questionaire and return. 
Thanks, 
Rich Dymmel 
------- --· ···----
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For tile Department/Division Chairperson 
Dear Community College Colleague, 
Your college has been selected to participate in a study of community 
college department chairs and you have been selected as part of the sample. 
The topic is the job expectations of department/division chairs in community 
colleges and what training they feel they need in order to better accomplish 
their tasks. 
This survey is part of my dissertation. My hope is that this project is more 
than just ~ paper. The final study will be sent to participating colleges, 
including yours, as well as to those participants who indicate on the last page 
of the questionnaire. Hopefully it will be read and at least stimulate some 
thought on job descriptions and training and communication. 
The survey doesn't take long. Test runs took less than 26 minutes. Some 
surveys I've been asked to participate in took over an hour and a half to 
complete, and they were mostly irrelevant to the community college setting. 
This is focused on your position in the community college. In my digging, I 
only found three similar studies done in the past twenty years. Your 
contribution and participation in this study is significant ~ne past study was 
a dissertation that I was the first to sign for and read since it was written in 
1980. This study has a planned distribution that includes every community 
college in North Carolina, to be accessible, read, and hopefully be useful. 
Confidentiality - Your answers will only be seen by me. Your name is 
needed to identify pairs of responses - the chailperson and their supervisor -
to look at congruency of expectations. The chairperson and their supervisor 
should mail their questionnaires back separately in the envelopes provided to 
maintain privacy and confidentiality. 
Please put at least your department/division. and college on both survey 
packets. Then send the second survey packet on to your supervisor to 
complete. (Some colleges supplied names and positions and some did not.) 
Thank you for taking your time to contribute to this study. 
#~~~ 
Richard R Dymmel 
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For the Department/Division Chairperson's Supervisor 
Dear Community College Colleague, 
Your college has been selected to participate in a study of community 
college department chairs and you have been selected as part of the sample. 
The topic is the job expectations of department/division chairs in community 
colleges and what training they feel they need in order to better accomplish 
their tasks. 
This survey is part of my dissertation. My hope is that this project is more 
than just my paper. The final study will be sent to participating colleges, 
including yours, as well as to those participants who indicate on the last page 
of the questionnaire. Hopefully it will be read and at least stimulate some 
thought on job descriptions and training and communication. 
The survey doesn't take long. Test runs took less than 26 minutes. Some 
surveys I've been asked to participate in took over an hour and a half to 
complete, and they were mostly irrelevant to the community college setting. 
This is focused on your position in the community college. In my digging, I 
only found three similar studies done in the past twenty years. Your 
contribution and participation in this study is significant. One past study was 
a dissertation that I was the first to sign for and read since it was written in 
1980. This study has a planned distribution that includes every community 
college in North Carolina, to be accessible, read, and hopefully be useful. 
Confidentiality - Your answers will only be seen by me. Your name is 
needed to identify pairs of responses - the chairperson and their supervisor -
to look at congruency of expectations. The chairperson and their supervisor 
should mail their questionnaires back separately in the envelopes provided to 
maintain privacy and confidentiality. 
Please notice the department/division chairnerson for which you are asked to 
answer the guestions. 
Thank you for taking your time to contribute to this study. 
Richard R. Dymrnel 
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G.CC GUILFORD TECHNICAL COMMUNITY COLLEGE 
Iobin C..mpua 
Jamestown 
P.O. Box 30!! 
Jamestown. NC 27282 
(910) 334-4822 or 
(910) 454-1126 
Greensboro campus 
501 West Wasl'ungllln St 
GtoonsbOro. NC 27401 
(910J334-31n 
J.C. Price Complex 
400 West 'Nhi!!mgllln St 
Gtoensooro, NC 27406 
(91 0) 334-5233 
Aviation Center 
260 Norltl AegronaJ Ad. 
GteensDcro. NC 27409 
(910) 665-9425 
Small Busin..,. 
Alaistanc:e C.nter 
2007 Yanceyvrila St 
SUiiS 220 
GteensDoro. NC 27405 
(910) 334-5211 
High Point campus 
901 South Main St 
High Point, NC 27260 
(910) 889-4545 
May, 1995 
Dear Community College Colleague: 
Rich Dymmel, GTCC faculty, is conducting dissertation research for the 
Education Department at UNCG. The research project involves assessing the 
role of department chairperson, expectations held by the chairperson and 
their supervisor, and the perceived need for training for chairpersons of select 
community colleges in North Carolina. 
Results of the research will be helpful in addressing roles, expectations, job 
descriptions, and training programs for chairperson positions. 
I would encourage you to take the time to participate in this important 
research. 
Thank you, 
Donald W. Cameron 
President 
Attachment 
An Affinnatrve AcborvEQual Oppcrtunrty College 
PLEASE NOTE 
Materials in this document have not been filmed at 
the request of the author. They are available for 
consultation, however, in the author's university 
library. 
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Appendix B 
Data from Questionnaires 
"Chair Answers" 
"Paired Data" 
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Appendix B contains displays of two sets of data. 
Chair Answers is an assembly of answers to the 
questions asked about the 96 tasks and time questions 
in the Questionaire supplied by the 20 chairpersons 
that returned the surveys. 
Paired Answers is an assembly of answers to the 
questions asked about the 96 tasks and time questions 
in the Questionaire supplied by the 15 pairs of 
chairpersons and their supervisors. 
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Answers from 20 DepartmenUOIVIsion Chair surveys -
What do you do? What do you think IS Important? Do you think you need tra1nrng 1n th1s area? 
~ ~ ~ ~ 
Survey#- 2 33 34 4 6 8 10 12 14 16 18 20 22 24 36 44 26 28 30 32 
ccccccccc ccccccccccc 
81a Analyz1ng expenditures for departmental purchases of supplies -
Job? 1 1 1 2 2 2 1 2 2 2 2 2 2 1 1 1 1 1 1 1 11 9 550% Yes 
Important? 5 4 5 1 3 3 5 1 1 3 2 1 2 4 4 4 4 5 5 5 Avg for Value? 3 35 Yes 
Tra1nrng 2 2 3 1 1 3 1 1 1 2 1 1 1 2 2 2 1 1 1 1 Avg for tra1nrng? 150 Yes 
81b Analyzrng expendrtures for departmental purchases of equipment -
Job? 1 1 1 2 2 2 1 2 2 2 2 1 1 1 1 1 2 1 1 1 12 8 600% Yes 
Important? 5 4 5 1 3 3 5 1 1 3 3 5 5 5 4 4 3 5 5 5 Avg for Value? 3 75 Yes 
Trarnrng 1 2 3 1 1 3 1 1 1 2 1 1 1 2 2 2 1 1 2 1 Avg for tra1nrng? 150 Yes 
81c Analyzrng expenditures for fac1ht1es -
Job? 2 1 1 2 2 2 2 2 2 2 2 2 2 2 2 1 1 2 1 1 6 14 300% 
Important? 5 4 5 1 2 3 4 1 1 1 1 1 1 4 1 4 5 1 5 5 Avg for Value? 2.75 Yes 
Tra1nrng 2 2 3 1 1 3 1 1 1 1 1 1 1 1 1 2 2 1 2 2 Avg for trarnrng? 150 Yes 
82a Analyzing salary for academ1c staff -
Job? 2 1 1 2 2 2 2 2 2 2 2 2 1 2 2 2 1 2 2 1 5 15 25.0% 
Important? 5 4 4 1 2 3 4 1 1 1 1 1 3 1 3 3 5 1 3 4 Avg for Value? 2.55 Yes 
Training 2 1 2 1 1 3 1 1 1 1 1 1 2 1 1 2 2 1 3 2 Avg for tra1nrng? 150 Yes 
82b Analyzrng salary for non-academiC steff -
Job? 2 1 1 2 2 2 2 2 2 2 2 2 1 2 2 2 2 2 2 1 4 16 20.0"k 
Important? 5 4 4 1 2 3 4 1 1 1 1 1 3 1 3 3 3 1 3 4 Avg. for Value? 2.45 
Trainrng 2 1 2 1 1 3 1 1 1 1 1 1 2 1 1 2 1 1 3 2 Avg for trainrng? 1 45 
83a - Plann1ng expendrtures for departmental purchases of supplies 
Job? 1 1 1 2 2 2 1 2 1 1 2 2 2 1 1 1 1 1 1 1 13 7 650% Yes 
Important? 5 5 5 1 3 3 5 1 5 3 1 1 2 5 4 5 4 5 5 5 Avg. for Value? 3.65 Yes 
Trainrng 1 2 3 1 1 3 1 1 1 2 1 1 1 2 2 2 2 1 1 1 Avg for tra1nrng? 150 Yes 
83b - Plannrng expendrtures for departmental purchases of equipment 
Job? 1 1 1 2 1 2 1 1 2 2 2 1 1 1 1 1 1 1 1 1 15 5 750% Yes 
Important? 5 5 5 1 3 3 5 5 1 1 2 4 5 5 4 5 3 5 5 5 Avg for Value? 3.85 Yes 
Trarn1ng 1 2 3 1 1 3 1 2 1 1 1 2 2 2 2 2 1 1 2 1 Avg for tra1nrng? 1.60 Yes 
83c Plannrng expendrtures for fac1llt1es 
Job? 2 1 1 2 2 2 2 2 2 2 2 2 2 2 1 1 1 2 1 1 7 13 35.0% 
Important? 4 5 5 1 2 3 4 1 1 1 1 1 2 1 4 5 4 1 5 5 Avg for Value? 2 80 Yes 
Trarnrng 1 3 3 1 1 3 1 1 1 1 1 1 1 1 2 2 2 1 2 1 Avg. for tra1nrng? 1.50 Yes 
84a - Plannrng salary for academiC staff 
Job? 2 1 1 2 2 2 2 2 2 2 2 2 1 2 2 2 2 2 2 1 4 16 20.0% 
Important? 4 5 4 1 2 3 4 1 1 1 1 1 3 1 1 1 3 1 4 4 Avg for Value? 2.30 
Trainrng 1 2 2 1 1 3 1 1 1 1 1 1 2 1 1 1 2 1 2 1 Avg for tra1nrng? 1.35 
84b - Plannrng salary for non-academic staff 
Job? 2 1 1 2 2 2 2 2 2 2 2 2 1 2 2 2 2 2 2 1 4 16 200% 
Important? 4 5 4 1 2 3 4 1 1 1 1 1 3 1 1 1 3 1 1 4 Avg. for Value? 2.15 
Tra1nrng 1 2 2 1 1 3 1 1 1 1 1 1 2 1 1 1 1 1 1 1 Avg for trainrng? 1.25 
85 • Prepare and explarn budget requests 
Job? 1 1 1 2 2 2 1 2 2 2 2 2 1 1 1 1 1 1 1 1 12 8 600% Yes 
Important? 5 5 5 4 3 3 4 1 1 4 3 1 3 5 5 5 4 5 5 4 Avg for Value? 3 75 Yes 
Training 1 2 2 3 1 3 1 1 1 2 2 1 1 2 2 2 2 1 1 1 Avg for tra1nrng? 1.60 Yes 
86 - Prepare and monrtor a system for all departmental expenditures 
Job? 1 1 1 2 2 2 2 2 2 2 2 2 1 1 1 1 2 1 1 1 10 10 50.0% Yes 
Important? 5 5 4 3 4 3 3 1 1 4 2 1 3 5 5 5 3 5 5 4 Avg. for Value? 3.55 Yes 
Tra1nrng 1 2 2 3 2 3 1 1 1 2 2 1 1 2 2 2 1 1 3 1 Avg for trainrng? 1.70 Yes 
87 - Dec1de pnorrt1es for expendrtures 
Job? 1 1 1 2 2 2 1 2 1 2 2 1 1 1 1 1 2 1 1 1 13 7 650% Yes 
Important? 5 5 4 3 4 3 5 1 5 5 3 5 4 5 4 5 3 5 5 5 Avg. for Value? 4.20 Yes 
Trainrng 1 2 2 3 1 3 1 1 1 2 2 1 1 2 2 2 1 1 2 1 Avg. for trainrng? 160 Yes 
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98 Superv~se a system for momtonng expenditures -
Job? 1 1 1 2 2 2 2 2 2 2 2 2 1 1 1 1 1 2 1 2 9 11 45.0% 
Important? 5 5 4 3 4 3 1 1 1 5 3 1 4 5 4 5 4 2 5 1 Avg for Value? 330 Yes 
Training 1 2 2 3 1 3 1 1 1 2 2 1 1 2 2 2 1 1 2 1 Avg for tra1mng? 1 60 Yes 
SR1 Supe1V1se maintenance of student files -
Job? 1 2 1 1 2 2 1 1 1 1 1 1 1 1 2 1 2 2 2 1 13 7 650% Yes 
Important? 5 1 4 5 4 3 1 3 5 5 5 3 3 5 1 5 3 3 3 4 Avg for Value? 3.55 Yes 
Traimng 1 1 2 1 1 3 0 1 2 1 2 2 1 2 2 2 1 1 1 1 Avg for training? 1 40 
SR2 Make decisions concem1ng indiVIdual student admiSSions -
Job? 1 2 1 1 2 2 1 2 1 2 1 2 1 1 2 1 2 2 2 1 10 10 500% Yes 
Important? 5 1 4 5 2 3 4 3 5 1 5 1 3 5 1 5 2 3 1 5 Avg for Value? 3 20 Yes 
Tra1n1ng 1 1 2 2 1 3 2 1 2 2 2 1 1 2 1 2 1 1 1 1 Avg for training? 150 Yes 
SR3 Development of an adv1s1ng and counseling program for students 
Job? 1 2 2 2 2 1 2 2 1 2 1 1 1 1 2 1 2 2 1 1 10 10 500% Yes 
Important? 5 4 3 4 5 5 4 5 5 3 5 4 3 5 1 3 3 1 5 4 Avg for Value? 3.85 Yes 
Tra1mng 1 2 1 3 1 3 2 2 2 2 2 2 3 2 2 2 1 1 2 1 Avg for training? 1.85 Yes 
SR4a SupeiVISing program student problems and complaints -
Job? 1 1 1 2 1 1 2 2 2 1 1 1 1 1 1 1 2 2 1 1 14 6 70.0% Yes 
Important? 5 4 4 4 5 5 4 3 1 5 5 4 3 4 4 4 2 1 5 4 Avg. for Value? 3.80 Yes 
Tra1mng 1 3 2 3 1 3 2 2 1 1 2 2 2 2 2 1 1 1 2 1 Avg for training? 1 75 Yes 
SR4b - Supe1V!s1ng program student/faculty problems and complaints 
Job? 1 1 1 2 1 1 2 2 2 1 1 1 1 1 1 1 1 2 1 1 15 5 750% Yes 
Important? 5 4 4 4 5 5 4 3 1 5 5 4 3 4 4 4 4 1 5 4 Avg for Value? 3.90 Yes 
Tra1mng 1 3 2 3 1 3 2 2 1 2 2 2 2 2 2 1 1 1 2 1 Avg. for traimng? 1.80 Yes 
SR5 Conduct reviews of departmental student poliCies 
Job? 1 1 1 2 1 1 1 2 1 1 2 1 1 1 1 1 1 1 1 1 17 3 850% Yes 
Important? 5 3 5 4 5 5 4 3 5 5 3 4 2 5 4 5 3 5 4 4 Avg. for Value? 4 15 Yes 
Training 1 2 2 3 1 3 2 2 2 2 2 2 1 2 2 1 1 1 2 1 Avg for tra1mng? 1.75 Yes 
SR6 - Prepare enrollment prOJections 
Job? 1 1 1 2 2 1 1 2 2 2 2 2 2 1 2 1 1 2 1 2 9 11 450% 
Important? 5 5 4 3 4 5 5 3 1 2 3 1 2 4 1 5 3 1 5 1 Avg. for Value? 3 15 Yes 
Training 1 2 2 2 2 3 1 2 1 2 2 1 1 2 1 1 1 1 1 1 Avg for training? 150 Yes 
SR7 - PrOVIding for student mput in departmental evaluations 
Job? 1 1 1 1 1 2 1 2 1 1 1 1 1 1 1 1 1 1 1 1 18 2 900% Yes 
Important? 5 3 4 5 5 5 5 3 5 5 5 4 3 4 4 5 2 4 5 4 Avg. for Value? 4.25 Yes 
Tra1nmg 1 2 2 2 1 3 2 2 2 2 2 2 1 1 2 1 1 1 1 1 Avg. for tra1ning? 160 Yes 
SR8 - Advismg students 
Job? 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 2 1 1 1 18 2 90.0% Yes 
Important? 5 5 4 5 5 5 4 5 5 3 5 5 4 5 5 5 2 5 5 5 Avg. for Value? 4.60 Yes 
Trainmg 1 3 2 2 1 3 1 3 2 3 2 3 2 2 3 1 1 1 1 1 Avg for training? 1.90 Yes 
SR9 - ProVIding for student input into departmental cumcula deciSions 
Job? 1 1 1 2 2 1 1 2 2 2 1 1 2 1 1 1 1 2 1 1 13 7 650% Yes 
Important? 5 3 4 3 4 5 5 3 1 1 5 2 1 4 5 5 3 1 2 4 Avg for Value? 3.30 Yes 
Traimng 1 2 2 2 1 3 2 2 1 2 2 1 1 1 3 1 1 1 1 1 Avg for traimng? 1 55 Yes 
SR10- D1rect1ng faculty-student soc1al functions 
Job? 2 1 2 2 2 1 2 2 2 2 1 2 2 1 2 2 2 2 2 2 4 16 200% 
Important? 1 3 2 1 2 5 1 1 1 4 5 1 1 3 1 2 2 1 1 1 Avg for Value? 195 
Trammg 1 1 1 1 1 3 1 2 1 1 2 1 1 1 1 1 1 1 1 1 Avg for tra1mng? 120 
HR1 - ldentlfymg personnel needs for departmental programs 
Job? 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 19 1 95.0% Yes 
Important? 5 5 3 5 5 5 5 5 5 5 5 4 2 5 5 5 4 5 5 5 Avg for Value? 4.65 Yes 
Training 1 2 2 2 1 3 1 3 2 2 2 2 1 1 2 2 1 1 3 1 Avg for traming? 1.75 Yes 
HR2 - lnsunng that all departmental pos1t1ons are descnbed by JOb descnpliOns 
Job? 1 1 1 2 1 2 1 1 1 1 1 1 1 1 1 1 1 2 1 1 17 3 850% Yes 
Important? 5 5 4 1 5 5 5 4 5 5 5 4 2 4 5 5 4 1 5 5 Avg. for Value? 4.20 Yes 
Trammg 1 2 1 1 1 3 1 3 2 2 2 2 2 1 2 2 1 1 2 1 Avg for training? 165 Yes 
HR3 - UtiliZe facu~y 1nput 1n the selection of departmental personnel 
Job? 1 1 1 2 1 1 1 1 1 1 1 2 1 1 2 1 1 1 1 1 17 3 850% Yes 
Important? 5 5 4 1 4 5 5 5 5 5 5 1 3 3 1 5 5 5 5 5 Avg. for Value? 410 Yes 
Trammg 1 2 2 1 1 3 1 3 2 2 2 1 2 1 1 2 1 1 1 1 Avg. for training? 1.55 Yes 
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HR4 Rev1ew credentials of applicants for departmental positions 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 20 0 100 0% Yes 
Important? 3 5 4 5 5 5 5 5 5 5 5 5 5 5 5 4 5 5 5 4 Avg for Value? 4 75 Yes 
Trammg 1 2 1 2 1 3 1 3 2 1 2 2 2 1 2 2 2 1 1 1 Avg for tram1ng? 1 65 Yes 
HR5 RecrUiting new faculty -
Job? 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 2 1 16 2 900% Yes 
Important? 5 5 5 5 5 5 5 5 4 5 3 5 3 5 5 5 5 5 5 5 Avg for Value? 4 75 Yes 
Tra1mng 1 2 1 2 1 3 1 3 2 1 1 1 1 1 2 2 1 1 1 1 Avg fortra1mng? 1 45 
HR6 lnteMewmg prospectiVe faculty 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 20 0 100 O'k Yes 
Important? 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 3 5 5 5 Avg for Value? 490 Yes 
Tram1ng 1 2 1 2 1 3 1 3 2 2 2 1 1 1 2 2 1 1 2 1 Avg for tra1nmg? 160 Yes 
HR7 Jnvolvmg faculty 1n final selections of new departmental faculty members 
Job? 1 1 1 2 1 1 1 1 2 1 1 2 1 1 1 2 1 1 1 1 16 4 BOO% Yes 
Important? 5 3 5 3 4 5 5 5 1 5 5 1 3 3 5 4 4 5 5 5 Avg for Value? 405 Yes 
Tram1ng 1 2 1 2 1 3 1 3 1 2 2 1 1 1 2 2 1 1 1 1 Avg for tra1n1ng? 150 Yes 
HRB Prepare and conduct an on gomg onentat1on program for all new personnel employed 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 19 1 950% Yes 
Important? 5 5 3 5 5 5 4 5 5 5 5 5 2 5 5 5 3 4 5 4 Avg. for Value? 450 Yes 
Tra1n1ng 1 3 1 1 1 3 2 3 2 1 2 2 1 1 3 2 1 1 2 2 Avg for trammg? 1 75 Yes 
HR9a - Evaluating the performance of professional staff 
Job? 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 19 1 950% Yes 
Important? 5 5 5 5 5 5 5 5 5 5 5 4 3 5 5 4 4 5 5 4 Avg for Value? 4 70 Yes 
Tra1n1ng 1 3 2 3 1 3 2 3 2 3 2 2 2 1 3 2 2 1 1 1 Avg for tra1n1ng? 200 Yes 
HR9b Evaluat1ng the performance of non professional staff 
Job? 1 1 1 1 2 1 1 1 1 1 2 2 2 1 1 2 2 2 1 1 13 7 650% Yes 
Important? 5 5 5 5 3 5 5 5 5 5 1 1 1 4 3 3 3 1 3 4 Avg tor Value? 3.60 Yes 
Tram1ng 1 3 2 2 1 3 2 3 2 2 1 1 1 1 2 1 1 1 1 1 Avg for tra1n1ng? 160 Yes 
CUR1 Establish procedures for developmg goals and ObJectiVeS 
Job? 1 1 1 2 1 2 1 1 2 1 1 2 1 1 1 1 1 1 1 1 16 4 BOO% Yes 
Important? 5 5 5 5 4 5 5 5 1 5 5 1 3 5 4 4 5 5 5 Avg for Value? 4 32 Yes 
Tra1n1ng 1 3 1 3 1 3 2 3 1 3 2 1 2 1 2 2 1 1 2 Avg for trammg? 184 Yes 
CUR2 -Establish short term (one year) goals and obtectiVeS tor cumculum and 1nstruct1on 
Job? 1 1 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 18 2 900% Yes 
Important? 5 5 5 5 4 5 5 5 5 5 5 1 3 5 4 4 5 5 4 Avg for Value? 4.47 Yes 
Tra1n1ng 1 3 1 3 1 3 3 3 2 3 2 1 1 1 2 1 1 1 1 Avg for trammg? 179 Yes 
CUR3 Establish longer tenm goals and ObJectiVes for curnculum and mstruct1on 
Job? 1 1 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 18 2 900% Yes 
Important? 5 5 5 5 4 5 4 5 5 5 4 1 3 5 4 3 5 5 4 Avg for Value? 4 32 Yes 
Tra1n1ng 1 3 1 3 1 3 2 3 3 3 2 1 2 2 2 1 1 1 1 Avg for traimng? 1.89 Yes 
CUR4 Establish procedures for development of curnculum gu1des course descnpt1ons 
Job? 1 1 1 2 1 1 1 1 1 1 1 1 1 1 2 1 2 1 1 1 17 3 850% Yes 
Important? 5 5 4 3 5 5 4 4 5 5 5 5 3 4 1 2 5 5 5 Avg. for Value? 4.21 Yes 
Tra1n1ng 1 3 1 2 1 3 1 2 3 3 2 2 1 1 1 1 1 1 1 Avg fortrammg? 1.63 Yes 
CURS - Analyzmg departmental goals and ObJectiVes m relation to the m1ss1on and goals of the college 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 20 0 1000% Yes 
Important? 5 5 5 5 5 5 4 5 5 5 5 5 3 5 4 3 5 5 4 Avg. for Value? 4.63 Yes 
Training 1 3 1 2 1 3 1 2 2 3 2 3 1 2 2 1 1 2 2 Avg for traming? 1.84 Yes 
CUR6 - SupeMse and coordmate the selection of mstruct1onal matenals and texts 10 the department 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 19 1 950% Yes 
Important? 5 3 5 5 5 5 4 5 5 5 5 5 3 5 3 3 5 5 4 Avg. for Value? 447 Yes 
Tra1ning 1 2 1 2 1 3 1 1 2 1 2 1 1 1 2 1 1 1 1 Avg for trammg? 137 
CUR7 - Evaluatmg departmental goals and ObJectiVeS m relat1on to other departments and programs 
Job? 2 1 1 2 2 1 1 1 1 1 2 2 1 1 1 1 2 2 1 2 12 8 600% Yes 
Important? 4 5 5 4 3 5 4 3 5 5 1 3 3 5 3 3 1 5 1 Avg. for Value? 3.58 Yes 
Training 1 3 1 2 1 3 1 1 2 3 1 2 1 1 2 1 1 1 1 Avg for trainmg? 153 Yes 
CURB - Surveymg communrty needs and Interests concemmg cumculum and seMce 
Job? 1 1 1 2 1 1 2 1 2 2 2 2 1 1 1 1 2 1 2 2 11 9 55.0% Yes 
Important? 5 5 4 3 5 5 4 4 1 1 2 4 2 4 3 3 5 4 1 Avg for Value? 342 Yes 
Trammg 1 3 1 3 1 3 2 1 1 1 1 2 2 1 2 1 1 3 1 Avg. for traimng? 1.63 Yes 
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CUR9 Surveying student needs and interests concem1ng curnculum and service 
Job? 1 1 1 2 2 1 1 1 1 1 1 1 , 1 2 1 2 , 1 1 16 4 800% Yes 
Important? 5 5 4 5 4 5 4 3 5 5 5 4 2 5 1 4 3 5 5 4 Avg for Value? 415 Yes 
Traming 1 3 1 3 1 3 1 1 3 3 2 1 2 1 , , 1 2 2 , Avg for tra1n1ng? 1 70 Yes 
CUR10 Conducllng follow up studies of departmental graduates 
Job? 1 1 1 2 2 1 2 1 2 2 2 2 1 2 2 2 1 2 1 2 8 12 400% 
Important? 5 5 4 3 4 5 4 3 1 1 3 1 1 1 , 2 3 1 5 1 Avg for Value? 2 70 Yes 
Tra1n1ng 1 3 1 3 1 3 1 1 1 1 2 1 2 1 1 1 1 1 3 1 Avg for tra1mng? 150 Yes 
CUR11 Planmng and developmg cumcular/mstruct•onal program rev~ew.; 
Job? 1 1 1 2 1 1 2 1 1 2 1 2 1 1 2 1 2 2 1 1 13 7 650% Yes 
Important? 5 5 4 3 5 5 1 4 5 2 5 1 1 4 1 4 3 1 5 5 Avg for Value? 345 Yes 
Tra1n1ng 1 3 1 2 1 3 1 1 2 2 2 1 2 1 1 1 1 1 1 2 Avg. for trammg? 150 Yes 
CUR12 SupeMsmg the use of cumculum resources e g library mstruc!lonal matenals etc 
Job? 1 , 2 2 2 1 2 1 1 2 1 2 2 1 2 2 2 2 1 1 9 11 450% 
Important? 5 4 2 1 2 5 4 3 5 2 5 1 1 4 1 2 2 1 4 4 Avg. for Value? 290 Yes 
Training 1 2 1 1 1 3 1 1 2 2 2 1 1 1 1 1 1 1 1 1 Avg for trainmg? 130 
CUR13 Planmng 1mplementmg and evaluatmg the use of new InstructiOnal matenals or methodologies 
Job? 1 1 1 2 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 17 3 850% Yes 
Important? 5 5 4 3 5 5 5 5 5 5 5 3 1 4 4 3 5 5 5 Avg for Value? 4.32 Yes 
Tra1n1ng 1 3 1 2 1 3 3 3 2 1 2 2 1 2 2 2 2 3 1 Avg for tra1mng? 1.95 Yes 
lA 1 Prepanng departmental VJ!al s!a!IS!ICS for mtemal deciSIOn making 
Job? 1 1 1 2 2 1 1 2 2 1 1 2 1 1 1 1 1 2 1 1 14 6 700% Yes 
Important? 5 3 4 3 3 5 4 3 1 5 5 1 2 4 3 4 4 1 5 3 Avg. for Value? 340 Yes 
Training 1 2 2 2 2 3 1 1 1 2 1 1 2 2 2 2 1 2 1 Avg. for trammg? 1.63 Yes 
IA2 Prepanng requlslons tor departmental punchasmg -
Job? 1 1 1 2 1 1 1 1 2 1 1 1 1 1 1 1 2 1 1 1 17 3 850% Yes 
Important? 5 3 4 3 3 5 4 4 1 5 4 4 5 3 5 3 3 5 5 3 Avg. for Value? 3.85 Yes 
Tra1nmg 1 3 1 2 1 3 1 1 1 1 1 2 2 1 1 1 1 1 1 1 Avg for trammg? 1.35 
IA3 - Calculatmg space u!illza!lon needs 
Job? 1 1 1 2 2 2 2 2 2 1 2 2 1 1 2 1 2 1 1 1 10 10 500% Yes 
Important? 5 3 4 1 3 5 3 4 1 5 3 1 5 3 1 4 2 5 5 5 Avg. for Value? 340 Yes 
Tra1nmg 1 2 1 2 1 3 1 2 1 1 2 1 1 1 1 1 1 1 1 Avg for traimng? 1.32 
IA4 utiliZing computer seMces for departmental management -
Job? 1 1 1 1 1 2 1 2 1 1 2 2 1 1 2 1 1 1 1 1 15 5 750% Yes 
Important? 5 5 5 4 3 5 5 3 5 5 1 1 2 5 1 4 3 5 5 5 Avg. for Value? 3.85 Yes 
Training 1 2 1 2 1 3 2 1 3 1 1 1 1 2 1 1 2 2 3 Avg for trammg? 1 63 Yes 
IA5 - Developing educal!onal specrfica!!ons for new or renovated facllllles 
Job? 2 1 1 2 2 1 2 2 2 2 2 2 1 1 2 1 2 2 1 1 8 12 400% 
Important? 3 3 5 1 3 5 4 3 1 5 5 1 3 4 1 4 3 1 5 5 Avg. for Value? 3.25 Yes 
Trammg 1 2 1 2 2 3 1 1 1 3 2 1 2 1 1 1 1 1 2 Avg for traimng? 1.53 Yes 
lAS - Analyzmg the use of t1me by departmental faculty and staff 
Job? 1 1 1 2 2 1 1 2 1 1 1 2 1 1 2 2 2 2 2 1 11 9 550% Yes 
Important? 5 4 4 3 2 5 5 4 1 5 5 1 3 4 1 1 3 1 1 4 Avg for Value? 3.10 Yes 
Trammg 1 2 1 2 1 3 1 2 1 2 2 1 2 1 1 1 1 2 1 Avg for trammg? 1 47 
IA7 Assessmg the operatmg relationships among departmental personnel 1 e mfonmat•onal commumcallon links 
Job? 1 1 1 2 2 1 1 2 1 2 1 2 2 1 2 1 2 1 1 1 12 8 60.0% Yes 
Important? 5 4 4 4 3 5 5 3 1 5 5 1 1 4 1 4 3 5 5 4 Avg for Value? 3.60 Yes 
Trammg 1 2 1 2 1 3 2 2 1 3 2 1 1 1 1 1 1 1 1 A vg for training? 1.47 
lAB Prepanng standard operabng procedures for expedrtmg roul!ne departmental activl!les -
Job? 1 1 1 2 1 1 1 2 1 1 1 2 1 1 2 2 1 1 1 14 5 737% Yes 
Important? 5 3 5 3 5 5 5 3 5 5 5 1 1 3 1 4 3 5 5 4 Avg lot Value? 3.80 Yes 
Training 1 2 1 2 1 3 1 1 2 2 2 1 2 1 1 1 1 1 1 Avg. for tra1mng? 1.42 
IA9 - Mak1ng deciSIOns relative to the organJZa!1onal structure of the department 1 e governance etc 
Job? 1 1 1 2 2 1 1 2 2 1 1 2 1 1 1 1 1 1 1 1 15 5 75.0% Yes 
Important? 5 3 5 3 3 5 5 3 1 5 4 1 3 4 4 4 4 5 4 4 Avg. for Value? 3.75 Yes 
Training 1 2 1 2 1 3 2 1 1 2 2 1 2 1 2 2 1 1 1 Avg for training? 1.53 Yes 
lA 10- D1rectmg the handling of routme office functions 1 e correspondence operatmg supplies personnel matters etc 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 19 1 95.0% Yes 
Important? 5 3 4 5 5 5 5 3 3 5 5 4 4 4 3 3 5 5 3 Avg. for Value? 416 Yes 
Traming 1 1 1 1 1 3 2 1 1 2 2 1 1 1 2 1 1 2 1 Avg for tra1nmg? 1.37 
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lA 11 UtiliZing data and stictics from the campus office of Institutional research for planmng and dec1s1on makmg 
Job? 1 1 1 2 1 2 1 2 1 1 2 2 1 1 1 1 1 1 1 , 15 5 750% Yes 
Important? 5 4 5 3 5 5 5 3 4 5 3 1 2 5 3 4 4 4 4 Avg for Value? 389 Yes 
Trammg 1 2 1 2 , 3 2 1 2 3 2 1 2 , 2 1 1 3 1 Avg for trammg? 168 Yes 
IA12 Delegating authonty and responsibility to departmental personnel forcomplet1on of tasks 
Job? 1 1 1 1 1 2 1 1 1 , 1 2 1 1 1 , 1 1 , 1 18 2 900% Yes 
Important? 5 3 5 5 5 5 5 3 5 5 5 1 5 5 5 4 5 5 4 Avg for Value? 4 47 Yes 
Tra1mng 1 1 1 2 1 3 , 2 3 2 2 1 1 1 2 1 1 1 1 Avg fortrammg? 1 47 
lA 13 D1rectly superv~smg depaltmental office operations 
Job? , , , 1 1 2 , , 2 1 2 2 1 1 1 1 2 1 1 1 15 5 750% Yes 
Important? 5 3 5 5 5 5 5 3 1 5 2 1 1 4 5 2 5 5 4 Avg for Value? 3.74 Yes 
Tra1n1ng 1 1 1 2 1 3 1 2 1 2 1 1 1 1 2 1 1 , 1 Avg for tra1n1ng? 132 
lA 14 Ut1hzmg comm1ttees relatiVE! to accomplishment of departmental functions 
Job? , 1 1 2 1 1 1 1 1 ; 1 2 1 1 1 1 1 1 1 1 18 2 900% Yes 
Important? 5 5 4 3 3 5 5 3 4 5 4 1 3 3 3 4 5 3 4 Avg for Value? 3.79 Yes 
Tra1n1ng 1 3 1 2 1 3 2 2 2 2 2 1 1 1 2 1 1 1 1 Avg. for tra1n1ng? 158 Yes 
lA 15- PrOVIding clencal financial etc suppolt for departmental commrttees 
Job? 2 1 1 2 1 1 1 2 2 1 1 2 2 1 2 2 2 2 2 2 8 12 400% 
Important? 3 4 4 3 3 5 5 4 1 3 3 1 1 3 1 3 1 5 1 Avg. for Value? 284 Yes 
Tra1n1ng 1 2 1 1 1 3 2 2 1 1 2 1 1 1 1 1 1 3 1 Avg. for tra1mng? 142 
IA16. Superv1s1ng procedures for recommending tenure and promotiOn 
Job? 2 1 2 2 2 2 2 2 2 2 1 2 1 1 2 2 1 2 1 2 6 14 300% 
Important? 4 4 3 1 2 5 4 3 1 5 5 1 5 4 1 3 1 4 1 Avg. for Value? 3.00 Yes 
Trammg 1 2 1 1 1 3 1 1 1 3 2 1 3 1 1 1 1 2 1 Avg for training? 1.47 
lA 17 - Mak1ng dec1s1ons concemmg faculty retention/release 
Job? 1 1 1 1 1 1 1 2 2 2 1 2 1 1 1 1 1 1 1 1 16 4 80.0% Yes 
Important? 5 4 4 5 5 5 5 5 1 4 5 1 5 5 5 3 5 5 4 Avg. for Value? 4.26 Yes 
Tra1mng 1 2 1 2 1 3 2 3 1 2 2 1 3 1 2 1 1 3 1 Avg fortrain~ng? 1.74 Yes 
lA 18 Commumcatmg wrth the AffirmatiVe Act1on Officer concem1ng related departmental operatiOns 
Job? 1 1 1 1 2 1 1 1 2 2 2 2 1 1 1 1 1 2 1 1 14 6 700% Yes 
Important? 5 2 5 3 1 5 5 3 1 5 3 1 3 3 5 3 1 2 3 Avg. for Value? 3.11 Yes 
Traming 1 1 1 1 1 3 1 1 1 2 2 1 3 1 2 1 1 2 1 Avg for tra1n1ng? 1.42 
PD1a- Read1ng professional JOumals to and books related to the respons1b11ibes of a department chairperson 
Job? 1 1 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 18 2 900% Yes 
Important? 5 5 5 3 4 5 5 5 5 5 5 1 5 5 5 4 5 5 4 Avg forValue? 4.53 Yes 
Traimng 1 1 1 2 1 3 1 3 2 3 2 1 1 1 3 2 1 1 1 Avg for training? 163 Yes 
PD1 b - Read1ng books and pen0d1cals of general Interest to higher education 
Job? 1 1 1 2 1 1 1 , 1 1 1 2 1 1 1 1 1 2 2 2 15 5 750% Yes 
Important? 5 5 5 3 3 5 4 5 5 5 5 1 3 3 5 3 1 2 1 Avg. for Value? 3.63 Yes 
Training 1 1 1 2 1 3 1 3 3 3 2 1 1 1 3 1 1 1 1 Avg for traming? 1.63 Yes 
PD1c1 Conduct research to 1mprove my performance as a department chairperson 
Job? 1 , 2 2 1 2 1 1 2 , 2 2 , 1 1 1 2 1 2 2 11 9 550% Yes 
Important? 5 4 3 3 3 3 5 4 1 5 3 1 4 5 5 3 3 2 1 Avg. for Value? 3.32 Yes 
Traimng 1 2 , 2 1 2 2 2 1 3 2 1 1 1 3 1 1 1 1 Avg for training? 1 53 Yes 
PD1c2- Conducting research to enable me to grow professionally 
Job? 1 2 2 1 1 1 1 1 1 1 2 1 1 1 1 1 2 1 2 14 5 737% Yes 
Important? 5 3 3 4 3 5 5 5 5 3 1 4 5 5 4 3 4 1 Avg. for Value? 3.78 Yes 
Tra1nmg 1 1 2 1 2 1 3 3 3 2 1 1 1 3 1 1 1 1 Avg. for trainmg? 1.61 Yes 
PD1d • Attendmg professional meetmgs related to my respons1b1lrt1es as department chairperson 
!Error 1n pnntmg of the questionnaire d1d not collect data on thiS quest1on Part1a1 resuns IS displayed at end of data sheets 
PD1e1 ·Requesting evaluation and feedback about my perfonmance from departmental staff 
Job? 1 1 1 2 1 1 1 2 1 1 2 2 1 1 1 1 1 2 1 1 15 5 75.0% Yes 
Important? 5 3 5 4 3 5 5 4 5 5 3 1 4 4 5 4 1 4 4 Avg. for Value? 389 Yes 
Traimng 1 1 2 1 1 3 2 2 2 3 2 1 1 1 3 2 1 1 1 Avg. for training? 1.63 Yes 
PD1e2 • Requestmg evaluatiOn and feedback about my perfonmance from the dean 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 19 1 95.0% Yes 
Important? 5 3 5 4 4 5 5 4 5 5 4 5 4 5 5 3 1 4 4 Avg for Value? 4.21 Yes 
Traming 1 1 2 1 1 3 1 2 2 3 2 2 1 1 3 2 1 1 1 Avg. for training? 1.63 Yes 
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PD1f Mamtainmg a personal professional library wilh sufficien• new matenals 
Job? 1 1 1 2 1 1 1 1 2 1 1 2 1 1 1 1 1 1 1 2 16 4 800% Yes 
Important? 5 3 5 3 3 5 5 4 1 5 2 1 2 5 5 4 5 3 1 Avg for Value? 353 Yes 
Tra1ning 1 1 2 3 1 3 1 2 1 3 2 1 1 1 3 1 1 1 1 Avg for tra1mng? 158 Yes 
PD1g Making professional presentations at state reg1onal and national conferences 
Job? 1 1 1 2 2 1 1 2 2 1 1 2 2 1 1 2 2 2 2 1 10 10 500% Yes 
Important? 5 4 5 1 2 5 5 3 1 5 5 1 1 3 3 3 1 1 3 Avg for Value? 300 Yes 
Train~ng 1 2 2 2 1 3 1 1 1 2 2 1 1 1 2 1 1 1 1 Avg for tra~n~ng? 1 42 
PD1 h Presenting classroom mstruct1on current wrth knowledge and tectmology 1n my field 
Job? 1 1 1 2 1 2 1 1 1 1 1 1 1 1 1 1 2 1 1 1 17 3 850% Yes 
Important? 5 5 5 1 5 5 5 5 5 5 5 5 5 5 5 3 5 5 5 Avg. for Value? 4 68 Yes 
Tra1mng 1 3 2 2 1 2 1 3 3 3 2 1 1 2 3 1 1 1 1 Avg for traimng? 179 Yes 
PD2 a PrOVIding sem1nars and workshops for staff 
Job? 1 1 1 2 1 1 1 2 1 1 1 2 2 1 2 1 1 1 1 14 5 737% Yes 
Important? 5 5 4 2 5 5 5 5 5 5 5 1 1 4 1 4 4 5 5 4 Avg for Value? 4.00 Yes 
Tra1n1ng 1 3 1 1 1 3 3 3 3 2 2 1 1 1 1 2 2 1 2 1 Avg. for tra1n1ng? 1 75 Yes 
PD2b Encouragemg staff attendance at professional meetlnQS 
Job? 1 1 1 1 1 1 1 2 1 1 2 2 1 1 1 1 1 1 1 1 17 3 850% Yes 
Important? 5 5 5 5 4 5 5 4 5 5 3 1 3 5 5 4 3 5 5 4 Avg. for Value? 4.30 Yes 
Traming 1 3 1 1 1 3 2 2 3 2 2 1 1 1 2 1 1 1 1 Avg for tra~n~ng? 158 Yes 
PD2c Ass1st1ng faculty 1n the secunng of funds for professional development actiVIties 
Job? 1 1 1 2 1 1 1 2 1 2 1 2 1 1 1 1 1 1 1 1 16 4 80.0% Yes 
Important? 5 5 5 1 5 5 5 5 5 5 5 1 1 5 3 4 3 5 5 3 Avg. for Value? 4 05 Yes 
Tra~n~ng 1 3 1 1 1 3 2 2 3 2 2 1 3 1 2 1 1 1 1 Avg for traming? 168 Yes 
PD2d Mamta1n1ng a profess1onall1brary for the department 
Job? 1 2 1 2 2 1 1 2 2 1 1 2 1 1 2 1 1 1 1 2 12 8 60.0% Yes 
Important? 5 1 5 1 2 5 5 4 1 5 3 1 1 4 1 4 3 3 4 1 Avg. for Value? 2.95 Yes 
Tram~ng 1 1 1 1 1 3 1 2 1 2 2 1 2 1 1 1 1 1 1 Avg. for tra1mng? 1.32 
PD2e - Ass1st1ng faculty m research and scholarly actiVIties 
Job? 1 1 1 2 2 1 1 2 1 2 1 2 1 1 2 1 1 2 1 2 12 8 60.0% Yes 
Important? 5 3 3 1 2 5 5 4 5 3 5 1 4 3 1 4 3 1 3 1 Avg. for Value? 3.10 Yes 
Trammg 1 1 1 1 1 3 1 2 3 2 2 1 2 1 1 1 1 1 1 Avg. for traimng? 1 42 
PD2f- Assess1ng and prDV!d~ng feedback to staff about their performance on a regular baSIS 
Job? 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 19 1 950% Yes 
Important? 5 4 5 5 4 5 5 5 5 5 5 5 5 5 5 4 4 5 5 4 Avg. for Value? 4.75 Yes 
Tra~n~ng 1 2 1 1 1 3 2 3 3 3 2 2 2 1 2 2 1 1 1 Avg. for tra1n1ng? 1 79 Yes 
PD2g ProVIding for contmuous process of InQUiry and diSCUSSIOn about the programs of the department 
Job? 1 1 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 18 2 900% Yes 
Important? 5 4 5 3 4 5 5 4 5 5 5 4 4 5 5 4 3 5 5 4 Avg. for Value? 4 45 Yes 
Tram~ng 1 2 1 1 1 3 2 2 3 2 2 1 1 1 3 1 1 1 1 Avg. for traimng? 1.58 Yes 
PD2h PrDV1d1ng opportumt1es for faculty to keep abreast of changes 1n their area(s) -
Job? 1 1 1 2 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 18 2 900% Yes 
Important? 5 4 4 1 4 5 5 5 5 5 5 4 4 5 5 4 4 5 5 5 Avg. for Value? 4.45 Yes 
Tra~ning 1 2 2 1 1 3 2 3 3 2 2 2 2 1 3 1 1 1 1 Avg. for tra1mng? 1.79 Yes 
PD21 -Counseling and advising faculty 
Job? 1 1 1 1 1 1 1 2 1 1 1 2 1 1 1 1 1 1 1 1 18 2 90.0% Yes 
Important? 5 3 4 3 5 5 5 5 5 5 5 1 4 5 5 4 4 5 5 3 Avg. for Value? 4.30 Yes 
Tra1mng 1 2 2 1 1 3 3 3 3 3 2 1 3 1 3 1 1 2 1 Avg for training? 1.95 Yes 
MR1a -Represent the department to the campus adm1mstrat1on 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 20 0 100.0% Yes 
Important? 5 5 5 3 5 5 5 5 5 5 5 3 2 5 5 4 4 5 5 5 Avg. for Value? 4.55 Yes 
Tra1ning 1 3 1 1 1 3 2 2 3 2 2 1 1 1 3 2 1 1 1 Avg for training? 168 Yes 
MR1b Represent the department to the public 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 20 0 100.0% Yes 
Important? 5 5 5 3 4 5 5 5 5 5 5 3 2 5 5 4 4 5 5 5 Avg for Value? 4.50 Yes 
Tra1n1ng 1 3 1 1 1 3 2 2 3 2 2 1 1 1 3 2 1 1 1 Avg. for traimng? 168 Yes 
MR2a- Interpreting campus goals and policies to the departmental staff and students 
Job? 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 19 1 95.0% Yes 
Important? 5 5 4 3 5 5 5 4 5 5 4 1 5 4 4 4 4 5 4 3 Avg. for Value? 4.20 Yes 
Tra1mng 1 2 1 2 1 3 1 2 3 2 2 1 2 1 2 1 1 1 1 Avg. for tra1ning? 1.58 Yes 
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MR2b Interpreting campus commumiaues to the departmental staff and students 
Job? 1 1 1 2 1 1 1 1 1 2 1 2 1 1 1 1 1 1 1 1 17 3 850% Yes 
Important? 5 5 4 2 5 5 5 4 5 2 4 1 5 4 3 4 3 4 3 3 Avg for Value? 3 80 Yes 
Training 1 2 1 1 1 3 1 2 3 1 2 1 1 1 2 1 1 1 1 Avg for traintng? , 42 
MR3 Attend college meetmgs 
Job? , 1 1 1 1 , , , 1 , 1 , , , 1 , 1 1 1 1 20 0 1000% Yes 
Important? 5 4 5 5 3 5 5 4 5 5 4 4 5 5 5 4 4 5 3 3 Avg. for Value? 4 40 Yes 
Traimng 1 , 1 , , 3 , 1 3 , 2 , , 1 3 , 1 1 1 Avg for traintng? , 37 
MR4 Prepanng departmental! status reports 
Job? 1 , 1 2 2 1 1 2 , , , 2 1 1 , , 1 1 1 , 16 4 800% Yes 
Important? 4 5 5 2 3 5 5 3 5 5 5 1 5 4 5 4 3 5 4 4 Avg for Value? 410 Yes 
Trainmg 1 2 2 1 1 3 1 1 3 1 2 1 1 1 3 1 1 3 1 Avg for traintng? 158 Yes 
MR5a Mediatmg faculty complamts/problems wrth the college adminiStration - . 
Job? , 1 1 2 1 1 1 2 1 1 2 2 1 1 2 1 1 1 1 1 15 5 750% Yes 
Important? 5 5 4 1 4 5 5 3 5 4 3 3 5 5 1 5 4 4 4 4 Avg for Value? 395 Yes 
Tratning 1 2 1 1 1 3 1 1 3 3 2 2 3 1 1 2 1 1 1 Avg for training? 163 Yes 
MR5b- Mediatmg student complaints/problems wrth the college admtnistratton 
Job? 1 1 1 2 1 1 1 2 1 1 2 1 1 1 2 1 2 1 1 1 15 5 750% Yes 
Important? 5 5 4 1 4 5 5 3 5 5 4 3 5 5 1 5 3 4 4 4 Avg for Value? 4.00 Yes 
Training , 2 1 1 1 3 1 1 3 3 2 2 3 1 1 1 1 2 1 Avg for trainmg? 1 63 Yes 
MRS SoliCiting grants and outside funds for the department 
Job? 1 1 1 2 2 1 1 1 1 2 2 2 1 1 1 1 1 2 1 2 13 7 650% Yes 
Important? 5 5 3 1 3 5 5 2 5 5 1 1 2 4 3 4 3 3 4 1 Avg. for Value? 3 25 Yes 
Tratnmg 1 3 2 1 3 3 1 1 3 3 1 1 2 1 2 , 3 2 1 Avg for trainmg? 1.84 Yes 
MR7 Contactmg prospecttve employers for departmental graduates 
Job? , 1 2 2 2 2 2 1 2 2 2 2 1 1 2 1 , 1 1 1 10 10 500% Yes 
Important? 5 3 3 1 3 5 2 2 5 1 1 1 2 4 1 3 4 5 5 4 Avg. for Value? 300 Yes 
Trammg 1 2 1 1 2 3 1 1 3 1 1 1 1 1 1 2 1 2 1 Avg. for trammg? 1 42 
MRS - Recnurtmg students 
Job? 1 1 1 1 2 , 1 1 1 1 1 2 1 1 2 1 1 1 1 1 17 3 850% Yes 
Important? 5 5 5 5 3 5 5 3 5 5 3 1 2 5 1 3 4 5 5 5 Avg. for Value? 4.00 Yes 
Traimng 1 3 1 2 2 3 1 1 3 2 2 1 1 1 1 1 2 1 1 Avg for traintng? 1.58 Yes 
MR9 - Mottvatmg faculty and staff 
Job? 1 1 1 1 1 , 1 2 1 1 1 2 , 1 1 1 1 1 1 1 18 2 900% Yes 
Important? 5 4 5 4 5 5 5 5 5 5 5 1 5 5 5 4 5 5 5 Avg. for Value? 463 Yes 
Traintng 1 2 2 2 1 3 1 3 3 3 3 1 2 1 3 1 2 3 1 Avg for training? 200 Yes 
F1 - Receive a copy of the final results 
!Job? l1 I 2 I 1 I 1 I 2 I 2 l1 I , I 1 I 2 !1 !1 I 2 I 2 !1 I 1 I 1 I 1 !1 I 2 I 13 
Hrs teachmg 6 3 4 0 12 0 6 19 0 0 4 26 24 15 25 21 15 11 
Hrs Administrati' 34 47 37 43 15 35 10 40 50 36 5 10 20 15 40 6 25 40 
Extra Pay? N N N N N N y N N N y y y N N N N y 
Red teach. load N y y N y N y y N N N y N y N y N N y y 
# hrs. reduced? 12 12 
Hrs teaching Range 0 26 Avg .. 11 
Hrs Admimstrative Range 5 50 Avg 28 
Paid extra? Yes 5 No 13 
Red teach. load? Yes 10 No 10 
Avg. Red hrs? 12 
PD1 d - Attending professional meetings related to my responsibilities as department chairperson 
Job? , 1 1 1 1 1 6 0 100% 
Important? 4 3 5 5 4 4 Avg forValue? 4.2 
Training 2 1 1 1 1 1 Avg. for traintng? 1. 2 
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Answers from 15 PAIRS of quest1onna1res (Chairperson and Supervisor) 
(Looking for agreement on job. importance. need for tra1mng.) 
C2 C4 
Survey#-- 3 4 5 6 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 31 32 
Posrtion S C S C S C S C S C S C S C S C S C S C S C S C S C S C S C 
B1a Analyzmg expenditures for departmental purchases of supplies -
Job? 2 2 2 2 , 2 2 1 2 2 , 2 1 2 1 2 2 2 2 2 1 1 1 1 1 1 1 1 1 1 
Important? 4 1 4 3 3 3 2 5 4 1 5 , 5 3 5 2 5 1 1 2 4 4 2 4 3 5 5 5 1 5 
Tram1ng 2 1 , 1 2 3 , 1 1 1 1 1 1 2 1 1 , 1 1 1 2 2 1 1 2 1 2 1 1 1 
B1b- Analyzmg expenditures for departmental purchases of equipment 
Job? 2 2 2 2 1 2 2 1 1 2 1 2 1 2 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 
Important? 4 1 4 3 3 3 2 5 5 1 5 1 5 3 5 3 5 5 5 5 5 5 4 3 5 5 5 5 5 5 
Training 2 1 2 , 2 3 1 1 1 1 , 1 1 2 2 1 1 1 2 1 2 2 2 1 2 1 2 2 1 1 
-B 1 c Analyzmg expendrtures for fac1ilt1es 
Job? 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 1 1 1 1 
Important? 0 1 1 2 1 3 1 4 1 , 1 1 1 1 5 1 5 1 1 1 1 4 1 5 3 1 4 5 5 5 
Tram1ng 1 1 1 1 1 3 1 1 1 1 , 1 1 1 3 1 1 1 1 1 1 1 1 2 2 1 2 2 1 2 
B2a Analyzing salary for academ1c staff 
Job? 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 1 1 1 2 1 2 1 1 
Important? 1 1 1 2 1 3 1 4 4 1 1 , 3 1 5 1 5 1 4 3 2 1 4 5 3 1 2 3 4 4 
Tram1ng 1 1 1 1 1 3 1 1 1 1 1 1 2 1 3 1 1 1 2 2 2 1 1 2 2 1 2 3 2 2 
B2b- Analyzmg salary for non-academiC staff 
Job? 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 1 2 2 2 1 2 1 1 
Important? 4 1 1 2 1 3 1 4 4 1 1 1 3 1 5 1 5 1 1 3 2 1 4 3 3 1 2 3 4 4 
Traming 3 1 1 1 1 3 1 1 1 1 1 1 2 1 3 1 1 1 1 2 2 1 1 1 2 1 2 3 1 2 
B3a - Planmng expenditures for departmental purchases of suppl1es 
Job? 2 2 2 2 1 2 1 1 2 2 1 1 1 1 2 2 2 2 2 2 1 1 1 1 1 1 1 1 1 1 
Important? 4 1 4 3 3 3 3 5 3 1 1 5 5 3 5 1 5 1 2 2 3 5 4 4 5 5 4 5 1 5 
Traimng 2 1 1 1 1 3 1 1 1 1 1 1 2 2 3 1 1 1 1 1 1 2 2 2 2 1 2 1 1 1 
B3b Planmng expenditures for departmental purchases of equipment 
Job? 2 2 2 1 1 2 1 1 1 1 1 2 1 2 2 2 1 1 1 1 1 1 1 1 , 1 1 1 1 1 
Important? 4 1 4 3 3 3 3 5 4 5 1 1 5 1 5 2 5 4 5 5 3 5 4 3 5 5 4 5 5 5 
Traming 2 1 2 1 1 3 1 1 1 2 1 1 2 1 3 1 1 2 2 2 1 2 2 1 2 1 2 2 1 1 
B3c - Planmng expendrtures for fac1ht1es 
Job? 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 1 1 1 1 
Important? 1 1 1 2 1 3 1 4 1 1 1 1 1 1 5 1 5 1 1 2 1 1 1 4 5 1 4 5 5 5 
Trammg 1 1 1 1 1 3 1 1 1 1 1 1 1 1 3 1 , 1 1 1 1 1 1 2 2 1 2 2 1 1 
B4a - Planmng salary for academ1c staff 
Job? 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 1 2 1 2 1 2 1 1 
Important? 4 1 1 2 1 3 1 4 4 1 1 1 3 1 5 1 5 1 4 3 2 1 4 3 3 1 2 4 5 4 
Training 2 1 1 1 1 3 1 1 1 1 1 1 2 1 3 1 2 1 1 2 1 1 2 2 2 1 2 2 2 1 
B4b Planmng salary for non academic staff 
Job? 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 1 2 2 2 , 2 2 , 
Important? 1 1 1 2 1 3 1 4 4 1 1 1 3 1 5 1 5 1 1 3 2 1 4 3 3 1 2 1 2 4 
Trammg 1 1 1 1 1 3 1 1 1 1 1 1 2 1 3 1 2 1 1 2 1 1 2 1 2 1 2 1 1 1 
B5- Prepare and explain budget requests 
Job? 2 2 1 2 1 2 1 1 2 2 1 2 1 2 2 2 1 2 2 1 1 1 1 1 1 1 1 1 1 1 
Important? 4 4 5 3 4 3 3 4 4 1 5 1 1 4 5 3 5 1 4 3 2 5 4 4 3 5 3 5 5 4 
Trammg 2 3 2 1 2 3 1 1 1 1 1 1 1 2 3 2 2 1 2 1 2 2 2 2 2 1 2 1 1 1 
B6 - Prepare and monitor a system for all departmental expenditures 
Job? 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 2 2 2 2 1 1 1 1 2 2 1 1 1 1 1 
Important? 4 3 2 4 1 3 2 3 5 1 1 1 1 4 5 2 5 1 4 3 2 5 4 3 3 5 4 5 3 4 
Training 2 3 1 2 1 3 1 1 1 1 1 1 1 2 3 2 2 1 2 1 2 2 2 1 2 1 2 3 1 1 
97 - Dec1de pnont1es for expenditures 
Job? 2 2 2 2 1 2 2 1 2 2 1 1 1 2 2 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 
Important? 4 3 4 4 3 3 2 5 4 1 5 5 1 5 5 3 5 5 5 4 4 5 4 3 5 5 5 5 5 5 
Train1ng 2 3 1 1 2 3 1 1 1 1 1 1 2 2 3 2 2 1 2 1 1 2 2 1 2 1 2 2 1 1 
149 
Part of JOb? 
15 15 10 5 
Agree on V 5 10 
Agree on tr 15 0 
19 11 8 7 
Agree on V 9 6 
Agree on tr 15 0 
5 25 14 1 
Agree on V 8 7 
Agree on tr 13 2 
7 23 12 3 
Agree on V 8 7 
Agree on tr 13 2 
5 25 12 3 
Agree on V 6 9 
Agree on tr 12 3 
17 13 14 1 
Agree on V 6 9 
Agree on tr 13 2 
22 8 11 4 
Agree on V 10 5 
Agree on tr 13 2 
5 25 14 1 
Agree on V 9 6 
Agree on tr 13 2 
6 24 11 4 
Agree on V 6 9 
Agree on tr 13 2 
4 26 11 4 
Agree on V 6 9 
Agree on tr 13 2 
18 12 9 6 
Agree on V 6 9 
Agree on tr 15 0 
10 20 11 4 
Agree on v 7 8 
Agree on tr 14 1 
18 12 11 4 
Agree on V 11 4 
Agree on tr 15 0 
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88 SupeMse a system for monitoring expenditures 
Job? 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 2 2 2 2 1 , 1 1 1 2 2 1 1 1 2 9 21 12 3 
Important? 4 3 4 4 1 3 2 1 4 1 1 1 2 5 5 3 3 , 4 4 2 5 4 4 3 2 3 5 4 1 Agree on V i 6 
Tram1ng 2 3 2 1 1 3 1 1 1 1 1 1 2 2 3 2 1 1 2 1 1 2 2 1 2 1 2 2 , 1 Agree on tr 14 1 
SR1 SupeMse mamtenance of student files -
Job? 1 1 2 2 1 2 1 1 2 1 1 1 1 1 1 1 2 1 , 1 2 1 2 2 2 2 1 2 , , 19 11 10 5 
Important? 5 5 1 4 3 3 2 1 3 3 5 5 2 5 5 5 1 3 5 3 1 5 1 3 3 3 4 3 3 4 Agree on V 9 6 
Tra1mng 2 1 1 1 2 3 1 0 1 1 1 2 2 1 1 2 1 2 2 1 1 2 1 1 2 1 2 1 1 1 Agree on tr 15 0 
SR2 Mal<e dec1s1ons concemmg indiVidual student adm1ss1ons -
Job? 1 1 2 2 2 2 2 1 1 2 1 1 1 2 1 1 2 2 2 1 2 1 2 2 1 2 2 2 2 1 13 17 8 7 
Important? 5 5 3 2 1 3 2 4 4 3 5 5 1 1 5 5 1 1 5 3 4 5 1 2 3 3 2 1 2 5 Agree on V 11 4 
Tram1ng 2 2 2 1 1 3 1 2 1 1 1 2 1 2 1 2 1 1 2 1 2 2 1 1 2 1 1 1 1 1 Agree on tr 14 1 
SR3 Development of an advismg and counseling program for students 
Job? 2 2 2 2 2 1 2 2 2 2 2 1 1 2 1 1 2 1 1 1 2 1 2 2 2 2 2 1 1 1 12 16 9 6 
Important? 3 4 4 5 1 5 2 4 4 5 1 5 5 3 5 5 2 4 5 3 3 5 1 3 3 1 2 5 2 4 Agree on V 4 11 
Traming 1 3 2 1 1 3 1 2 1 2 1 2 2 2 2 2 1 2 2 3 2 2 1 1 2 1 1 2 1 1 Agree on tr 13 2 
SR4a SupeMslng program student problems and complaints .. 
Job? 1 2 2 1 2 1 2 2 2 2 2 2 1 1 1 1 1 1 2 1 2 1 2 2 1 2 1 1 1 1 16 14 9 6 
Important? 5 4 4 5 1 5 2 4 3 3 1 1 5 5 5 5 4 4 1 3 3 4 1 2 5 1 3 5 4 4 Agree on V 10 5 
Traimng 2 3 2 1 1 3 1 2 1 2 1 1 2 1 3 2 2 2 1 2 2 2 1 1 2 1 2 2 1 1 Agree on tr 14 1 
SR4b - SupeMsmg program student/faculty problems and complaints ... 
Job? 1 2 1 1 2 1 2 2 1 2 2 2 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 22 8 11 4 
Important? 5 4 5 5 1 5 2 4 4 3 1 1 5 5 5 5 4 4 4 3 3 4 4 4 5 1 3 5 4 4 Agree on V 11 4 
Tra1nmg 2 3 2 1 1 3 1 2 1 2 1 1 1 2 3 2 2 2 2 2 2 2 2 1 2 1 2 2 1 1 Agree on tr 14 1 
SR5 Conduct rev~ews of departmental student policies -
Job? 2 2 1 1 2 1 1 1 2 2 2 1 1 1 2 2 1 1 1 1 2 1 1 1 2 1 1 1 1 1 20 10 11 4 
Important? 3 4 4 5 1 5 4 4 2 3 1 5 5 5 5 3 5 4 4 2 1 5 3 3 3 5 3 4 4 4 Agree on V 9 6 
Traimng 1 3 1 1 1 3 1 2 1 2 1 2 2 2 3 2 2 2 2 1 1 2 2 1 2 1 2 2 1 1 Agree on tr 13 2 
SR6 Prepare enrollment projections 
Job? 2 2 2 2 1 1 2 1 1 2 2 2 1 2 1 2 1 2 1 2 2 1 2 1 2 2 1 1 1 2 13 17 6 9 
Important? 3 3 1 4 3 5 1 5 4 3 1 1 2 2 5 3 5 1 4 2 1 4 1 3 3 1 2 5 4 1 Agree on V 4 11 
Training 1 2 1 2 2 3 1 1 1 2 1 1 3 2 3 2 1 1 1 1 1 2 1 1 2 1 1 1 1 1 Agree on tr 15 0 
SR7 Prov1d1ng for student mput m departmental evaluations 
Job? 1 1 2 1 1 2 1 1 2 2 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 25 5 12 3 
Important? 4 5 5 5 3 5 4 5 3 3 5 5 2 5 5 5 5 4 4 3 1 4 4 2 3 4 2 5 3 4 Agree on V 10 5 
Tra1n1ng 2 2 2 1 2 3 1 2 1 2 1 2 2 2 3 2 1 2 1 1 1 1 2 1 2 1 2 1 1 1 Agree on tr 15 0 
SR8 AdVISing students 
Job? 2 1 1 1 1 1 1 1 1 1 2 1 1 2 1 1 1 1 1 1 1 1 2 2 1 1 1 1 1 1 25 5 12 3 
Important? 2 5 5 5 3 5 5 4 4 5 1 5 3 3 5 5 4 5 4 4 4 5 1 2 5 5 4 5 3 5 Agree on V 11 4 
Training 1 2 2 1 2 3 1 1 1 3 1 2 3 3 3 2 1 3 2 2 2 2 1 1 2 1 1 1 1 1 Agree on tr 13 2 
SR9 PrOVIding for student mput 1nto departmental cumcula dec1s1ons 
Job? 1 2 1 2 2 1 1 1 2 2 2 2 1 2 1 1 1 1 1 2 1 1 1 1 2 2 1 1 1 1 19 11 10 5 
Important? 4 3 5 4 1 5 3 5 3 3 1 1 2 1 5 5 3 2 3 1 3 4 4 3 3 1 2 2 3 4 Agree on V 11 4 
Traimng 2 2 2 1 1 3 1 2 1 2 1 1 3 2 3 2 1 1 1 1 2 1 2 1 2 1 1 1 1 1 Agree on tr 14 1 
SR10 D1rect1ng faculty student soc1al functions -
Job? 2 2 2 2 2 1 2 2 2 2 2 2 1 2 1 1 2 2 2 2 2 1 2 2 2 2 2 2 2 2 5 25 12 3 
Important? 1 1 1 2 1 5 1 1 2 1 1 1 5 4 5 5 1 1 1 1 1 3 1 2 3 1 1 1 1 1 Agree on V 12 3 
Trainmg 1 1 1 1 1 3 1 1 1 2 1 1 1 1 3 2 1 1 1 1 1 1 1 1 2 1 1 1 1 1 Agree on tr 14 1 
HR1 - Jdentifymg personnel needs for departmental programs 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 29 1 14 1 
Important? 4 5 4 5 5 5 5 5 4 5 5 5 5 5 5 5 5 4 5 2 3 5 4 4 3 5 4 5 5 5 Agree on V 12 3 
Training 2 2 1 1 2 3 1 1 2 3 1 2 1 2 2 2 2 2 1 1 2 1 2 1 2 1 1 3 1 1 Agree on tr 14 1 
HR2 lnsunng that all departmental posit1ons are descnbed by JOb descnpt1ons 
Job? 1 2 1 1 2 2 1 1 2 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 2 1 1 1 1 24 6 11 4 
Important? 4 1 4 5 1 5 4 5 3 4 5 5 5 5 5 5 4 4 3 2 2 4 5 4 3 1 4 5 3 5 Agree on V 10 5 
Trainmg 2 1 1 1 1 3 1 1 1 3 1 2 1 2 2 2 1 2 1 2 2 1 2 1 2 1 1 2 1 1 Agree on tr 13 2 
HR3 Utilize faculty mput m the selection of departmental personnel 
Job? 2 2 1 1 2 1 1 1 1 1 2 1 1 1 1 1 1 2 1 1 2 1 1 1 2 1 1 1 1 1 23 7 10 5 
Important? 1 1 5 4 1 5 5 5 4 5 1 5 2 5 5 5 4 1 5 3 1 3 3 5 3 5 4 5 5 5 Agree onV 7 8 
Training 1 1 1 1 1 3 1 1 1 3 1 2 1 2 2 2 1 1 1 2 1 1 2 1 2 1 1 1 1 1 Agree on tr 13 2 
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HR4 Revrew credentrals of applicants for departmental positrons 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 29 1 14 1 
Important? 4 5 5 5 3 5 4 5 4 5 5 5 5 5 5 5 5 5 5 5 4 5 5 5 5 5 5 5 4 4 Agree on V 14 1 
Trarnrng 2 2 1 1 2 3 1 1 1 3 1 2 1 1 2 2 1 2 1 2 2 1 3 2 2 1 2 1 1 1 Agree on tr 14 1 
HR5 Recrurtrng new faculty 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 2 1 1 28 2 13 2 
Important? 5 5 5 5 4 5 4 5 3 5 5 4 5 5 5 3 4 5 5 3 4 5 5 5 5 5 4 5 5 5 Agree on V 12 3 
Trarnrng 3 2 1 1 1 3 1 1 1 3 1 2 1 1 2 1 1 1 1 1 2 1 3 1 2 1 1 1 1 1 Agree on tr 12 3 
HR6- lnteMewmg prospectrve faculty 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 30 0 15 0 
Important? 5 5 5 5 4 5 5 5 3 5 5 5 5 5 5 5 3 5 5 5 5 5 5 3 3 5 4 5 5 5 Agree on V 11 4 
Trainrng 2 2 2 1 2 3 1 1 1 3 1 2 1 2 2 2 1 1 1 1 2 1 3 1 2 1 1 2 1 1 Agree on tr 13 2 
HR7 Involving facuny rn final selectrons of new departmental faculty members 
Job? 2 2 1 1 2 1 1 1 1 1 2 2 1 1 1 1 1 2 1 1 2 1 2 1 1 1 1 1 1 1 22 8 11 4 
Important? 2 3 5 4 1 5 5 5 3 5 1 1 5 5 5 5 3 1 5 3 1 3 1 4 3 5 1 5 4 5 Agree on V 7 8 
Training 1 2 1 1 1 3 1 1 1 3 1 1 1 2 2 2 1 1 1 1 1 1 1 1 2 1 1 1 1 1 Agree on tr 13 2 
HRS Prepare and conduct an on-gorng onentatron program for all new personnel employed -
Job? 2 1 1 1 2 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 2 1 2 2 1 1 1 1 1 1 24 6 11 4 
Important? 3 5 5 5 1 5 5 4 3 5 5 5 5 5 5 5 3 5 5 2 1 5 5 3 3 4 3 5 4 4 AgreeonV 7 8 
Trarnrng 2 1 3 1 1 3 1 2 1 3 1 2 1 1 2 2 1 2 1 1 1 1 3 1 2 1 2 2 2 2 Agree on tr 11 4 
HR9a - Evaluatrng the performance of professronal staff 
Job? 2 2 1 1 2 1 1 1 2 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 2 1 1 1 1 1 23 7 10 5 
Important? 3 5 5 5 1 5 4 5 2 5 1 5 5 5 5 5 5 4 1 3 2 5 4 4 3 5 4 5 5 4 Agree onV 8 7 
Trarnrng 1 3 2 1 1 3 1 2 1 3 1 2 1 3 2 2 1 2 1 2 1 1 2 2 2 1 2 1 1 1 Agree on tr 11 4 
HR9b Evaluatrng the performance of non professronal staff 
Job? 1 1 2 2 2 1 1 1 2 1 2 1 1 1 1 2 1 2 2 2 1 1 2 2 2 2 1 1 1 1 17 13 10 5 
Important? 4 5 1 3 1 5 4 5 2 5 1 5 5 5 5 1 4 1 1 1 2 4 2 3 3 1 4 3 2 4 Agree on V 6 9 
Trarnrng 2 2 1 1 1 3 1 2 1 3 1 2 1 2 2 1 1 1 1 1 1 1 2 1 2 1 2 1 1 1 Agree on tr 13 2 
CUR1 - Establrsh procedures for developrng goals and ObJectrves 
Job? 2 2 1 1 1 2 1 1 2 1 2 2 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 2 1 22 8 11 4 
Important? 3 5 5 4 3 5 4 5 5 1 1 5 5 5 5 5 1 5 3 2 5 4 4 3 5 3 5 2 5 Agreeonv 6 9 
Trarnrng 2 3 3 1 1 3 1 2 2 3 1 1 2 3 3 2 2 1 2 2 2 1 3 2 2 1 1 1 1 2 Agree on tr 13 2 
CUR2 Establish short term (one year) goals and ObJectrves for cumculum and rnstructron -
Job? 2 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 27 3 14 1 
Important? 3 5 5 4 3 5 4 5 5 5 5 5 5 5 5 5 1 5 3 3 5 4 4 3 5 4 5 5 4 Agreeonv 8 7 
Trarnrng 2 3 2 1 1 3 1 3 2 3 1 2 2 3 2 2 2 1 2 1 2 1 3 1 2 1 1 1 1 1 Agree on tr 12 3 
CUR3 - Establrsh longer term goals and ObJectiVeS for cumculum and rnstru~tron . 
Job? 2 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 27 3 14 1 
Important? 3 5 5 4 3 5 3 4 5 5 5 5 5 5 4 5 1 5 3 4 5 4 3 3 5 4 5 5 4 Agree on V 9 6 
Trarnrng 2 3 3 1 1 3 1 2 2 3 1 3 3 3 2 2 2 1 2 2 2 2 3 1 2 1 1 1 2 1 Agree on tr 11 4 
CUR4 - Establish procedures for development of curnculum gurdes course descnptrons ' .. 
Job? 1 2 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 2 1 2 1 2 2 1 1 1 1 2 1 23 7 10 5 
Important? 4 3 5 5 3 5 4 4 4 1 5 5 5 5 5 5 5 4 3 1 4 3 2 5 5 5 5 2 5 Agree on V 10 5 
Trainrng 2 2 2 1 1 3 1 1 2 2 1 3 1 3 2 2 2 2 1 1 1 1 2 1 2 1 1 1 1 1 Agree on tr 12 3 
CURS - Analyzrng departmental goals and ObJectrves rn relatron to the mrssron and goals of the college 
Job? 2 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 27 3 12 3 
Important? 3 5 5 5 1 5 4 4 5 5 5 5 5 5 5 5 5 3 3 2 5 4 3 3 5 4 5 5 4 Agree on V 10 5 
Trarning 2 2 2 1 1 3 1 1 2 2 1 2 1 3 2 2 2 3 2 1 2 2 2 1 2 1 1 2 1 2 Agree on tr 13 2 
CURS - SupeMse and coordrnate the selectron of rnstructronal matenals and texts rn the department -
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 2 1 1 1 1 1 2 2 1 1 1 1 1 1 26 4 13 2 
Important? 5 5 4 5 1 5 4 4 5 5 5 5 5 3 5 1 5 5 3 3 5 2 3 5 5 5 5 4 4 Agree on V 9 6 
Trarnrng 2 2 1 1 2 3 1 1 2 1 1 2 3 1 2 2 1 1 1 1 1 1 2 1 2 1 1 1 1 1 Agree on tr 14 1 
CUR7 - Evaluatrng departmental goals and ObJectiVeS rn relatron to other departments and programs 
Job? 2 2 1 2 1 1 1 1 1 1 1 1 1 1 1 2 2 2 2 1 1 1 2 2 2 2 1 1 1 2 18 12 11 4 
Important? 2 4 4 3 3 5 5 4 3 5 5 5 5 5 1 1 3 1 3 2 5 2 3 3 1 3 5 5 1 Agree on V 5 10 
Training 1 2 2 1 2 3 1 1 2 1 1 2 1 3 3 1 1 2 1 1 2 1 2 1 2 1 1 1 1 1 Agree on tr 13 2 
CURS - Surveyrng communrty needs and rn1erests concemrng cumculum and seMce 
Job? 1 2 1 1 1 1 1 2 2 1 2 2 1 2 2 2 2 2 2 1 2 1 1 2 1 1 1 2 1 2 15 15 6 9 
Important? 5 3 4 5 3 5 3 4 4 1 1 3 1 3 2 1 4 3 2 1 4 5 3 3 5 3 4 5 1 Agree on V 6 9 
Trarning 2 3 1 1 2 3 1 2 1 1 1 1 2 1 3 1 1 2 1 2 1 1 3 1 2 1 1 3 1 1 Agree on tr 12 3 
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CUR9 Surveying student needs and interests concemrng cumculum and servrce 
Job? 1 2 1 2 2 1 1 1 2 1 2 1 1 1 1 1 2 1 2 1 2 1 1 2 1 1 1 1 1 1 21 9 6 9 
Important? 4 5 5 4 1 5 3 4 2 3 1 5 4 5 5 5 1 4 3 2 1 5 5 3 3 5 3 5 3 4 Agree on V 8 7 
Trainrng 1 3 1 1 1 3 1 1 1 1 1 3 2 3 3 2 1 1 1 2 1 1 3 1 2 2 1 2 1 1 Agree on tr 11 4 
CUR 10 Conductrng follow up studies of departmental graduates -
Job? 2 2 1 2 1 1 2 2 2 1 2 2 1 2 1 2 2 2 2 1 2 2 2 1 2 2 2 1 2 2 9 21 8 7 
Important? 2 3 5 4 3 5 2 4 2 3 1 1 5 1 5 3 1 1 4 1 1 1 2 3 3 1 2 5 2 1 Agree on V e 7 
Trainrng 1 3 2 1 2 3 1 1 1 1 1 1 1 1 2 2 1 1 1 2 1 1 1 1 2 1 1 3 1 1 Agree on tr 13 2 
CUR 11 Plannmg and developrng currrcular/mstructronal program revrews -
Job? 2 2 2 1 2 1 1 2 2 1 2 1 1 2 2 1 1 2 2 1 1 1 2 2 1 2 2 1 2 1 14 16 3 12 
Important? 2 3 1 5 1 5 4 1 2 4 1 5 4 2 1 5 4 1 2 1 1 4 2 3 3 1 1 5 2 5 Agree on V 3 12 
Trarning 1 2 1 1 1 3 1 1 1 1 1 2 2 2 1 2 1 1 1 2 2 1 1 1 2 1 1 1 1 2 Agree on tr 14 1 
CUR12 Supervrs1ng the use of cumculum resources e g lrbrary rnstruct1onal matenals etc -
Job? 2 2 2 2 2 1 1 2 2 1 1 1 1 2 2 1 1 2 1 2 2 1 2 2 1 2 2 1 1 1 14 16 5 10 
Important? 2 1 1 2 1 5 4 4 2 3 5 5 5 2 1 5 3 1 4 1 1 4 2 2 3 1 1 4 2 4 Agree on V 6 9 
Trainrng 1 1 1 1 1 3 1 1 1 1 1 2 2 2 1 2 1 1 1 1 1 1 1 1 2 1 1 1 1 1 Agree on tr 14 1 
CUR13 Plannrng 1mplementrng and evaluatmg the use of new mstructronal matenals or methodologres -
Job? 1 2 1 2 2 1 1 1 2 1 1 1 1 1 1 1 2 1 1 2 1 1 1 1 1 1 1 1 1 1 24 6 9 6 
Important? 5 3 5 5 1 5 4 5 2 5 5 5 5 5 5 5 1 3 4 1 2 4 4 3 3 5 4 5 4 5 AgreeonV 8 7 
Trarning 2 2 2 1 1 3 1 3 1 3 1 2 1 1 3 2 1 2 2 1 2 2 2 2 2 2 2 3 1 1 Agree on tr 12 3 
lA 1 Prepanng departmental vrtal statrstrcs for rntemal dec1sron makrng 
Job? 2 2 2 2 1 1 1 1 1 2 2 2 1 1 2 1 1 2 2 1 2 1 1 1 1 2 1 1 1 1 18 12 9 6 
Important? 1 3 4 3 3 5 3 4 4 3 1 1 5 5 1 5 4 1 3 2 1 4 4 4 1 1 3 5 3 3 Agree on V 9 6 
Trainrng 1 2 2 2 1 3 1 1 1 1 1 1 1 2 1 1 1 1 1 2 1 2 3 2 2 1 1 2 1 1 Agree on tr 14 1 
IA2 Prepanng reqursrons for departmental purchasrng -
Job? 2 2 1 1 2 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 2 2 1 1 1 1 2 1 23 7 12 3 
Important? 4 3 4 3 1 5 3 4 4 4 5 1 5 5 5 4 2 4 5 5 2 3 1 3 3 5 5 5 1 3 Agree on V 9 6 
Training 1 2 1 1 1 3 1 1 1 1 1 1 1 1 3 1 1 2 1 2 1 1 2 1 2 1 1 1 1 1 Agree on tr 13 2 
IA3 Calculating space ut1lrzat1on needs 
Job? 2 2 2 2 2 2 1 2 2 2 2 2 1 1 1 2 1 2 2 1 2 1 2 2 1 1 1 1 1 1 13 17 10 5 
Important? 3 1 1 3 1 5 3 3 2 4 1 1 5 5 5 3 4 1 3 5 1 3 1 2 3 5 3 5 4 5 AgreeonV 5 10 
Tra1nrng 2 2 1 1 1 3 1 1 1 2 1 1 2 1 3 2 2 1 1 1 1 1 2 1 2 1 1 1 1 1 Agree on tr 14 1 
IA4 utllrzrng computer serv1ces for departmental management 
Job? 1 1 2 1 2 2 1 1 2 2 2 1 1 1 1 2 2 2 1 1 1 1 1 1 2 1 1 1 1 1 20 10 11 4 
lmoortant? 4 4 1 3 1 5 3 5 2 3 1 5 5 5 5 1 4 1 3 2 2 5 5 3 3 5 3 5 3 5 Agree on V 4 11 
Tra1mng 2 2 1 1 1 3 1 2 1 1 1 3 3 1 3 1 3 1 1 1 1 2 3 1 2 2 1 2 1 3 Agree on tr 8 7 
IA5 Developmg educational specifications for new or renovated fac1lrt1es 
Job? 2 2 2 2 2 1 1 2 2 2 1 2 1 2 1 2 2 2 2 1 2 1 2 2 1 2 1 1 1 1 12 18 7 8 
Important? 5 1 1 3 1 5 2 4 2 3 3 1 3 5 5 5 4 1 4 3 1 4 1 3 3 1 3 5 5 5 AgreeonV 4 11 
Training 2 2 1 2 1 3 1 1 1 1 1 1 3 3 3 2 1 1 1 2 1 1 1 1 2 1 1 1 1 2 Agree on tr 14 1 
IA6- Analyzing the use of t1me by departmental faculty and staff 
Job? 1 2 2 2 2 1 1 1 2 2 1 1 1 1 1 1 1 2 1 1 1 1 1 2 1 2 1 2 1 1 20 10 9 6 
Important? 5 3 3 2 1 5 4 5 2 4 5 1 4 5 5 5 4 1 3 3 2 4 4 3 3 1 2 1 5 4 AgreeonV 8 7 
Training 2 2 2 1 1 3 1 1 1 2 1 1 2 2 3 2 1 1 1 2 1 1 2 1 2 1 1 2 1 1 Agree on tr 14 1 
-IA7 Assessing the operat1ng relat1onsh1ps among departmental personnel 1 e 1nformat1onal commumcabon links 
Job? 1 2 2 2 2 1 1 1 2 2 2 1 1 2 1 1 1 2 , 2 , , 2 2 1 1 1 1 1 1 18 12 9 6 
Important? 4 4 1 3 1 5 3 5 2 3 1 1 5 5 5 5 4 1 3 1 2 4 3 3 3 5 4 5 4 4 Agreeonv 8 7 
Training 2 2 1 1 1 3 1 2 1 2 1 1 1 3 2 2 1 1 1 1 1 1 2 1 2 1 2 1 1 1 Agree on tr 13 2 
lAS Prepanng standard operating procedures for expedrt1ng rout me departmental actMtles 
Job? 1 2 2 1 2 1 1 1 2 2 1 1 1 1 2 1 1 2 1 1 1 1 1 2 2 1 1 1 1 1 21 9 8 7 
Important? 4 3 1 5 1 5 3 5 2 3 5 5 5 5 1 5 4 1 3 1 2 3 3 3 3 5 4 5 4 4 Agree on V 8 7 
Training 2 2 1 1 1 3 1 1 1 1 1 2 1 2 1 2 1 1 1 2 1 1 2 1 2 1 1 1 1 1 Agree on tr 14 1 
IA9- Making dec1s1ons relatrve to the organrzat1onal structure of the department 1 e governance etc ..
Job? 1 2 2 2 2 1 1 1 2 2 2 2 1 1 1 1 1 2 1 1 2 1 1 1 1 1 1 1 1 1 20 10 11 4 
Important? 4 3 1 3 1 5 3 5 2 3 1 1 5 5 5 4 4 1 4 3 1 4 4 4 5 5 2 4 4 4 Agree on V 9 6 
Tra1ning 2 2 1 1 1 3 1 2 1 1 1 1 1 2 3 2 1 1 1 2 1 1 3 2 2 1 1 1 2 1 Agree on tr 14 1 
lA 10 D1rec11ng the handl!ng of nout1ne office tunct1ons 1 e correspondence operating supplres personnel matters etc 
Job? 1 1 2 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 2 1 1 2 2 1 1 1 1 1 25 5 10 5 
Important? 4 5 1 5 4 5 3 5 2 3 5 3 3 5 5 5 4 4 3 4 1 4 3 3 3 5 2 5 1 3 Agreeonv 7 8 
Tra1ning 2 1 1 1 2 3 1 2 1 1 1 1 3 2 2 2 1 1 1 1 1 1 3 1 2 1 1 2 1 1 Agree on tr 14 1 
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lA 11 Utilizing data and stictics from the campus office of institutional research for planmng and decision mak1ng 
Job? 1 2 1 1 2 2 1 1 2 2 2 1 1 1 1 2 2 2 1 1 1 1 1 1 1 1 1 1 1 1 21 9 12 3 
Important? 4 3 4 5 1 5 3 5 2 3 1 4 5 5 5 3 2 1 2 2 1 5 4 4 3 4 2 4 5 4 Agree on V 9 6 
Training 2 2 2 1 1 3 1 2 1 1 1 2 2 3 3 2 1 1 1 2 1 1 2 1 2 1 1 3 2 , Agree on tr 13 2 
lA 12 Delegatmg authanty and respons1b1lrty to departmental personnel for completion of tasks 
Job? , 1 , , 2 2 , , 2 1 , 1 , 1 1 1 1 2 , , 1 1 1 1 1 1 1 1 1 1 26 4 13 ~ 
Important? 4 5 5 5 , 5 3 5 2 3 5 5 5 5 5 5 4 1 3 5 2 5 5 4 5 5 4 5 5 4 Agree on V 10 5 
Tra1nmg 2 2 2 1 1 3 1 1 1 2 1 3 3 2 2 2 1 1 1 1 1 1 3 1 2 1 1 1 1 1 Agree on tr 12 3 
lA 13 Directly superv~smg departmental office operat1ons 
Job? 1 1 1 1 2 2 1 1 2 1 2 2 1 1 1 2 1 2 1 1 2 1 1 2 1 1 1 1 1 1 21 9 10 5 
Important? 5 5 4 5 1 5 3 5 2 3 1 1 4 5 5 2 3 1 3 1 2 4 3 2 3 5 3 5 3 4 Agree on V 7 8 
Traimng 2 2 1 1 1 3 1 1 1 2 1 1 2 2 2 1 1 1 1 1 1 1 2 1 2 1 1 1 1 1 Agree on tr 14 1 
lA 14 Ut1hzmg committees relatwe to accomplishment of departmental functions 
Job? 2 2 1 1 2 1 1 1 2 1 2 1 1 1 1 1 1 2 1 1 2 1 2 1 1 1 1 1 1 1 22 8 9 6 
Important? 2 3 3 3 1 5 3 5 2 3 1 4 3 5 5 4 5 1 1 3 2 3 2 4 3 5 5 3 2 4 Agree on V 5 10 
Training 1 2 1 1 1 3 1 2 1 2 1 2 3 2 2 2 1 1 1 1 1 1 1 1 2 1 2 1 1 1 Agree on tr 14 1 
lA 15 PrOVIding clencal financial etc support for departmental committees 
Job? 2 2 2 1 2 1 2 1 2 2 2 2 1 1 2 1 2 2 2 2 2 1 2 2 2 2 1 2 1 2 9 21 8 7 
Important? 1 3 1 3 1 5 1 5 2 4 1 1 4 3 1 3 2 1 1 1 2 3 1 3 3 1 2 5 2 1 AgreeonV 6 9 
Traimng 1 1 1 1 1 3 1 2 1 2 1 1 2 1 1 2 1 1 1 1 1 1 1 1 2 1 1 3 1 1 Agree on tr 13 2 
lA 16 SuperviSing procedures for recommendmg tenure and promotion -
Job? 2 2 2 2 2 2 2 2 2 2 2 2 1 2 2 1 2 2 2 1 2 1 1 1 2 2 2 1 1 2 8 22 9 6 
Important? 5 1 1 2 1 5 1 4 2 3 1 1 4 5 1 5 2 1 3 5 1 4 3 3 3 1 1 4 4 1 AgreeonV 6 9 
Traming 3 1 1 1 1 3 1 1 1 1 1 1 2 3 1 2 1 1 1 3 1 1 2 1 2 1 1 2 1 1 Agree on tr 12 3 
IA17 Makmg dec1s1ons concern1ng facuny retention/release 
Job? 1 1 1 1 2 1 1 1 1 2 1 2 1 2 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 25 5 10 5 
Important? 5 5 5 5 1 5 4 5 4 5 5 1 3 4 5 5 5 1 4 5 2 5 5 3 5 5 5 5 5 4 AgreeonV 10 5 
Traimng 1 2 2 1 1 3 1 2 2 3 1 1 1 2 2 2 1 1 1 3 1 1 3 1 2 1 2 3 1 1 Agree on tr 12 3 
lA 18 Commumcat1ng wrth the AffirmatiVe Act1on Officer concernmg related departmental operations 
Job? 2 1 2 2 1 1 2 1 1 1 2 2 1 2 1 2 1 2 1 1 2 1 2 1 1 2 1 1 1 1 18 12 7 8 
Important? 4 3 2 1 3 5 1 5 4 3 1 1 3 5 5 3 4 1 3 3 1 3 2 3 3 1 3 2 4 3 Agree on V 8 7 
Tra1mng 2 1 1 1 2 3 1 1 2 1 1 1 3 2 2 2 1 1 1 3 1 1 2 1 2 1 1 2 1 1 Agree on tr 14 1 
PD1 a Reading professional Journals to and books related to the respons1b111t1es of a department chairperson 
Job? 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 , 2 , 1 1 1 2 1 1 1 1 1 1 1 27 3 12 3 
Important? 4 3 4 4 4 5 4 5 4 5 5 5 5 5 5 5 5 1 3 5 2 5 2 4 3 5 5 5 4 4 Agree on V 10 5 
Tra1mng 2 2 1 1 2 3 1 1 1 3 1 2 1 3 2 2 1 1 1 1 1 1 2 2 2 1 1 1 1 1 Agree on tr 13 2 
PD1 b - Read1ng books and penod1cals of genera11nterest to higher educat1on .. 
Job? 1 2 1 1 2 1 1 1 1 1 2 1 1 1 1 1 1 2 1 1 1 1 2 1 2 2 1 2 2 2 20 10 9 6 
Important? 3 3 4 3 1 5 3 4 4 5 1 5 4 5 5 5 5 1 2 3 2 3 2 3 3 1 3 2 3 1 Agree on V 10 5 
Traimng 2 2 1 1 1 3 1 1 1 3 ~ 3 2 3 2 2 1 1 1 1 1 1 1 1 2 1 1 1 1 1 Agree on tr 12 3 
PD1 c1 - Conduct research to Improve my performance as a department chairperson 
Job? 1 2 1 1 2 2 1 1 2 1 1 2 1 1 2 2 1 2 1 1 2 1 1 2 1 1 1 2 2 2 17 13 8 7 
Important? 4 3 3 3 1 3 3 5 2 4 5 1 5 5 1 3 5 1 2 4 1 5 5 3 1 3 2 2 1 1 Agree on V 5 10 
Traming 2 2 2 1 1 2 1 2 1 2 1 1 , 3 1 2 1 1 1 1 1 1 3 1 2 1 1 1 1 1 Agree on tr 13 2 
PD1c2 Conductmg research to enable me to grow professionally 
Job? 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 2 1 1 1 1 2 1 1 2 2 24 6 11 4 
Important? 4 3 3 4 3 3 3 5 4 5 5 5 5 5 5 3 5 1 2 4 1 5 5 4 3 3 3 4 1 1 Agree on V 10 5 
Traming 2 2 1 1 2 2 1 1 1 3 1 3 1 3 2 2 1 1 1 1 1 1 3 1 2 1 1 1 1 1 Agreeontr 11 4 
PD1 d - Attendmg professional meetmgs related to my respons1b1lrt1es as department chairperson 
I Error 1n printmg of the Questionnaire d1d not collect data on this Question. Part1al resuns IS displayed at end of data sheets. 
PD1e1 - Reouesting eva1uat1on and feedback about my performance from departmental staff 
Job? 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 2 1 2 1 1 1 1 1 1 1 2 1 1 1 1 25 5 10 5 
Important? 4 4 4 3 3 5 4 5 4 4 5 5 5 5 5 3 4 1 4 4 2 4 4 4 5 1 3 4 5 4 Agree on V 10 5 
Traimng 2 1 1 1 2 3 1 2 2 2 1 2 2 3 2 2 1 1 1 1 1 1 2 2 2 1 1 1 1 1 Agree on tr 15 0 
PD1e2 Reouest1ng evaluation and feedback about my performance from the dean 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 29 1 14 1 
Important? 4 4 4 4 3 5 4 5 4 4 5 5 5 5 5 4 4 5 4 4 2 5 4 3 5 1 3 4 5 4 Agree on V 12 3 
Traming 2 1 1 1 2 3 1 1 2 2 1 2 1 3 2 2 1 2 1 1 1 1 2 2 2 1 1 1 1 1 Agree on tr 14 1 
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PD1f Mamtaining a personal professional library with suffiCient new matenals 
Job? 2 2 1 1 2 1 1 1 2 1 1 2 1 1 2 1 1 2 1 1 1 1 1 , 1 1 1 1 1 2 22 8 9 6 
Important? 4 3 3 3 1 5 3 5 2 4 5 1 5 5 1 2 4 1 5 2 2 5 4 4 3 5 4 3 , 1 Agree on V 7 8 
Training 2 3 1 1 1 3 1 1 1 2 1 1 1 3 1 2 1 1 2 1 1 1 2 1 2 1 1 1 , 1 Agree on tr 13 2 
PD1g Making professional presentations at state reg1onal and national conferences 
Job? 2 2 2 2 1 1 1 1 2 2 1 2 1 1 1 1 2 2 1 2 1 1 1 2 2 2 1 2 , , 16 14 11 4 
Important? 4 1 3 2 3 5 3 5 2 3 5 1 5 5 5 5 4 1 2 1 2 3 4 3 3 1 2 1 2 3 Agree on V 9 6 
Trammg 2 2 1 1 2 3 2 1 1 1 1 1 1 2 3 2 1 1 1 1 1 1 2 1 2 1 1 1 1 , Agree on tr 15 0 
PD1 h Present1ng classroom mstruct1on current wtth knowledge and technology m my field 
Job? 2 2 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 2 1 1 1 1 1 1 25 5 14 1 
Important? 3 1 4 5 3 5 4 5 5 5 5 5 4 5 3 5 5 5 5 5 3 5 1 3 5 5 5 5 5 5 Agree on V 10 5 
Traming 2 2 1 1 2 2 2 1 1 3 1 3 2 3 3 2 1 1 3 1 1 2 1 1 2 1 1 1 1 1 Agree on tr 12 3 
PD2 a PrOVtdlng sem1nars and workshops for staff 
Job? 2 2 2 1 2 1 1 1 1 2 1 1 1 1 1 1 1 2 2 2 1 1 1 1 1 1 1 1 1 1 22 8 11 4 
Important? 3 2 3 5 1 5 4 5 4 5 5 5 5 5 5 5 5 , 3 1 2 4 5 4 3 5 4 5 3 4 Agree on V 9 6 
Traimng 2 1 2 1 1 3 2 3 1 3 1 3 1 2 2 2 1 1' 1 1 1 1 1 2 2 1 1 2 1 1 Agree on tr 12 3 
PD2b Encouragemg staff attendance at professional meet1ngs 
Job? 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 2 1 2 1 1 1 1 1 1 1 1 1 1 1 1 27 3 12 3 
Important? 3 5 4 4 3 5 4 5 5 4 5 5 5 5 5 3 5 1 5 3 3 5 5 3 3 5 3 5 4 4 Agree on V 6 9 
Traimng 2 1 1 1 2 3 1 2 1 2 1 3 1 2 2 2 1 1 3 1 1 1 1 1 2 1 1 1 1 1 Agree on tr 13 2 
PD2c Ass1stmg faculty m the securmg of funds for profesSional development actMtles -
Job? 2 2 1 1 1 1 1 1 1 2 1 1 1 2 1 1 2 2 2 1 1 1 1 1 1 1 1 1 1 1 23 7 12 3 
Important? 3 1 3 5 3 5 4 5 4 5 5 5 4 5 5 5 3 1 1 1 3 5 5 3 3 5 3 5 4 3 Agree on v 7 B 
Trainmg 2 1 1 1 2 3 1 2 1 2 1 3 2 2 3 2 1 1 1 3 1 1 1 1 2 1 1 1 1 1 Agree on tr 13 2 
PD2d Mamtam1ng a professional library for the department 
Job? 2 2 2 2 2 1 1 1 1 2 1 2 1 1 1 1 2 2 1 1 1 1 1 1 2 1 1 1 1 2 19 11 10 5 
Important? 3 1 3 2 1 5 3 5 4 4 5 1 5 5 5 3 3 1 5 1 2 4 4 3 3 3 2 4 1 1 Agreeonv 6 9 
Tra1mng 2 1 1 1 1 3 1 1 1 2 1 1 1 2 3 2 1 1 2 2 1 1 2 1 2 1 1 1 1 1 Agree on tr 14 1 
PD2e - Ass1st1ng faculty m research and schola~y actMtles 
Job? 2 2 2 2 2 1 1 1 1 2 2 1 1 2 1 1 2 2 2 1 2 1 2 1 2 2 1 1 2 2 13 17 B 7 
Important? 3 1 1 2 1 5 3 5 1 4 1 5 3 3 3 5 3 1 2 4 1 3 1 3 3 1 1 3 1 1 Agree on V 3 12 
Training 2 1 1 1 1 3 1 1 1 2 1 3 3 2 3 2 1 1 1 2 1 1 1 1 2 1 1 1 1 1 Agree on tr 13 2 
PD2f Assessmg and prov1d1ng feedback to staff aboutthe1r performance on a regular baSIS -
Job? 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 29 1 14 1 
Important? 4 5 4 4 3 5 5 5 2 5 5 5 5 5 5 5 4 5 4 5 3 5 5 4 5 5 4 5 5 4 Agree on V 12 3 
Tram1ng 2 1 2 1 2 3 1 2 1 3 1 3 1 3 3 2 1 2 1 2 1 1 2 2 2 1 1 1 1 1 Agree on tr 12 3 
PD?g - PrOVIding for contmuous process of 1nqutry and d1scuss1on about the programs of the department ~ 
Job? 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 28 2 13 2 
Important? 4 3 4 4 4 5 4 5 3 4 5 5 5 5 5 5 4 4 5 4 3 5 5 3 5 5 4 5 4 4 AgreeonV 13 2 
Trammg 2 1 1 1 2 3 1 2 1 2 1 3 1 2 2 2 1 1 3 1 1 1 2 1 2 1 1 1 1 1 Agree on tr 13 2 
PD2h - Prov1dmg opportunrt1es for faculty to keep abreast of changes m thetr area(s) 
Job? 2 2 2 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 26 4 13 2 
Important? 3 1 4 4 4 5 4 5 5 5 5 5 5 5 5 5 5 4 5 4 3 5 5 4 3 5 3 5 5 5 Agree on V 11 4 
Training 2 1 2 1 2 3 1 2 1 3 1 3 1 2 2 2 1 2 3 2 1 1 1 1 2 1 1 1 1 1 Agree on tr 13 2 
PD21 - Counseling and advismg faculty 
Job? 1 1 1 1 2 1 1 1 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 27 3 12 3 
Important? 4 3 4 5 1 5 5 5 4 5 5 5 4 5 5 5 5 1 4 4 3 5 5 4 3 5 4 5 5 3 Agree on V 10 5 
Traimng 2 1 2 1 1 3 1 3 1 3 1 3 2 3 2 2 1 1 1 3 1 1 2 1 2 1 1 2 1 1 Agree on tr 10 5 
MR1a -Represent the department to the campus adm1mstrat1on 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 30 0 15 0 
Important? 4 3 4 5 4 5 4 5 5 5 5 5 3 5 5 5 5 3 5 2 2 5 3 4 3 5 4 5 5 5 Agreeonv 10 5 
Training 1 1 1 1 2 3 1 2 1 2 1 3 3 2 2 2 1 1 1 1 1 1 1 2 2 1 1 1 1 1 Agree on tr 14 1 
MR 1 b - Represent the department to the public 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 30 0 15 0 
Important? 4 3 4 4 5 5 3 5 5 5 5 5 5 5 5 5 5 3 5 2 2 5 5 4 3 5 4 5 5 5 Agree on V 10 5 
Tra1mng 1 1 2 1 2 3 1 2 1 2 1 3 1 2 2 2 1 1 1 1 1 1 2 2 2 1 1 1 1 1 Agree on tr 14 1 
MR2a - lnterpretmg campus goals and poliCies to the departmental staff and students 
Job? 1 1 1 1 1 1 1 1 2 1 2 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 27 3 12 3 
Important? 3 3 5 5 3 5 3 5 2 4 1 5 5 5 5 4 5 1 3 5 2 4 3 4 3 5 4 4 5 3 Agree on V 6 9 
Tra1nmg 1 2 1 1 2 3 1 1 1 2 1 3 1 2 2 2 1 1 1 2 1 1 1 1 2 1 1 1 1 1 Agree on tr 14 1 
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MR2b - Interpreting campus commumiques to the departmental staff and students 
I Job? 1 2 2 1 1 1 1 1 2 1 2 1 1 2 1 1 1 2 1 1 1 1 2 1 2 1 1 1 1 1 22 8 7 8 
ltmportant? 4 2 1 5 3 5 3 5 2 4 1 5 4 2 5 4 5 1 3 5 2 4 2 3 3 4 4 3 3 3 Agree on V 5 10 
!Training 1 1 1 1 2 3 1 1 1 2 1 3 2 1 2 2 1 1 1 1 1 1 1 1 2 1 1 1 1 1 Agree on tr 14 1 
MR3 Attend college meetmgs 
Job? 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1 30 0 15 0 
Important? 4 5 4 3 3 5 3 5 4 4 5 5 5 5 5 4 5 4 3 5 2 5 4 4 3 5 4 3 4 3 Agree on V 10 5 
Tratnmg 1 1 1 1 2 3 1 1 1 1 1 3 1 1 2 2 1 1 1 1 1 1 1 1 2 1 1 1 1 1 Agree on tr 14 1 
MR4 Prepanng departmentall status reports -
Job? 1 2 2 2 1 1 1 1 1 2 1 1 1 1 1 1 1 2 2 1 2 1 1 1 2 1 1 1 1 1 22 8 9 6 
Important? 4 2 4 3 3 5 3 5 4 3 5 5 5 5 5 5 5 1 2 5 2 4 4 3 3 5 3 4 5 4 Agree on V 8 7 
Tratntng 2 1 3 1 2 3 1 1 1 1 1 3 1 1 2 2 1 1 1 1 2 1 1 1 2 1 1 3 1 1 Agree on tr 12 3 
MR5a Medtatmg facuHy complatnts/problems wrth the college admtntstrabon 
Job? 1 2 2 1 2 1 1 1 1 2 1 1 1 1 1 2 1 2 1 1 1 1 1 1 1 1 1 1 1 1 24 6 9 6 
Important? 5 1 3 4 1 5 4 5 4 3 5 5 5 4 4 3 5 3 4 5 3 5 4 4 5 4 3 4 5 4 Agree on V 11 4 
Tratning 2 1 2 1 1 3 1 1 1 1 1 3 2 3 2 2 1 2 1 3 1 1 2 2 2 1 1 1 1 1 Agree on tr 12 3 
MR5b - Medtating student complatnts/problems With the college admtntstratton 
Job? 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 2 1 1 1 1 1 1 2 2 1 1 1 1 1 1 25 5 12 3 
Important? 5 1 4 4 3 5 4 5 4 3 5 5 5 5 3 4 5 3 4 5 3 5 2 3 5 4 3 4 5 4 Agree on V 11 4 
Training 2 1 2 1 2 3 1 1 1 1 1 3 3 3 3 2 1 2 1 3 1 1 1 1 2 1 1 2 1 1 Agree on tr 13 2 
MR6 - Soltcttmg grants and outstde funds for the department 
Job? 2 2 2 2 2 1 1 1 2 1 1 1 1 2 1 2 2 2 2 1 2 1 2 1 1 2 1 1 1 2 15 15 6 9 
Important? 3 1 1 3 1 5 3 5 2 2 5 5 5 5 5 1 2 1 4 2 4 4 1 3 3 3 2 4 1 1 Agree on V 7 8 
Tratntng 3 1 1 3 1 3 1 1 1 1 1 3 3 3 3 1 1 1 1 2 3 1 1 1 2 3 1 2 1 1 Agree on tr 9 6 
MR7 Contactmg prospectiVe employers for departmental graduates -
Job? 2 2 2 2 1 2 2 2 1 1 2 2 1 2 2 2 2 2 1 1 1 1 1 1 2 1 1 1 1 1 15 15 12 3 
Important? 1 1 3 3 3 5 1 2 4 2 1 5 3 1 1 1 2 1 5 2 3 4 4 4 3 5 4 5 2 4 Agree on V 8 7 
Traimng 1 1 2 2 2 3 1 1 2 1 1 3 3 1 1 1 1 1 1 1 2 1 1 2 2 1 1 2 1 1 Agree on tr 13 2 
MRB - Recrurttng students 
Job? 1 1 1 2 2 1 1 1 1 1 2 1 1 1 1 1 1 2 1 1 1 1 2 1 1 1 1 1 1 1 25 5 10 5 
Important? 5 5 3 3 1 5 3 5 4 3 1 5 5 5 5 3 5 1 5 2 3 5 2 4 3 5 4 5 2 5 Agree on V 5 10 
Training 2 2 2 2 1 3 1 1 1 1 1 3 1 2 3 2 1 1 2 1 3 1 1 1 2 2 1 1 1 1 Agree on tr 12 3 
MRS - Mottvaltng faculty and staff 
Job? 1 1 1 1 2 1 1 1 1 2 1 1 1 1 1 1 1 2 1 1 1 1 1 1 1 1 1 1 1 1 27 3 12 3 
Important? 5 4 4 5 1 5 5 5 4 5 5 5 5 5 5 5 5 1 5 5 3 5 5 4 3 5 4 5 5 5 Agree on V 11 4 
Traintng 2 2 2 1 1 3 1 1 1 3 1 3 1 3 3 3 1 1 2 2 3 1 3 1 2 2 1 3 1 1 Agree on tr 8 7 
F1 - ReceiVe a copy of the final results 
!Job? !1 !1 I 2!2 ! 2! 2! 2!1 !2!1 I 2!1 !1 I 2!1 !1 I 2!1 l1 I 2! 2! 2! 2!1 !1 !1 !1 !1 !1 I 2l 16 14 
s c s c s c s c s c s c s c s c s c s c s c s c s c s c s c 
Hrs teaching 0 0 12 12 0 5 6 15 19 10 0 10 0 0 4 26 23 24 15 15 0 20 21 15 15 15 11 
Difference 0 0 0 4 ## ## 4 26 0 0 0 -4 
Hrs Admtnistr 40 43 20 15 35 35 10 10 40 40 40 50 40 36 5 5 10 5 20 30 40 10 6 20 25 15 40 
Difference 3 -5 0 0 0 0 10 -4 5 5 15 10 -4 5 25 
Extra Pay? N N N y N N N y y y N N y 
Red. teach. lc N N y y N y y y y N N y N y N y N N y y N N N N y y y y 
Agree? y y N y y y N N N y y y y y y 
Hours 
Teach Range 0 - 26 Avg. 11 
Diff. Range## - 26 Avg 
Admin. Range 5 - 50 Avg. 25 
Dtff. Range -5 - 25 Avg 4 
Extra Pay? Yes 5 No 8 
Red.teach? Yes 15 No 13 
Agree? Yes 11 No 4 
·-· --- ---------------------------
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PD1d- Attending professional meetrngs related to my respansrbrlrtres as department chairperson 
Job7 1 1 1 1 1 1 
lmpartant7 3 5 5 5 2 4 
Trarnrng 1 1 1 1 1 1 
1 
4 
1 
1 
4 
1 
156 
8 0 11 4 
Agree on V 10 5 
Agree on tr 15 0 
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Position: Division Chair 
Institution: Westmoreland County Community College 
Location: Pennsylvania 
158 
******************************************************~**V***************** 
WESTMORELAND COUNTY COMMUNITY COLLEGE 
DIVISION CHAIR 
Business & Social Sciences 
Applications are now being accepted for the position of 
Division Chair/ Business & Social Sciences at Westmoreland 
County Community College -- a locally-controlled public 
institution in Youngwood, Pennsylvania, 85 miles southeast of 
Pittsburgh, with an enrollment of 6,500 full- and part-time 
credit students. 
Reporting to the Vice-President of Academic Affairs, this 
division chair is responsible for planning, budgeting, 
organizing, managing, and evaluating a wide variety of 
academic programs, in addition to scheduling and supervising 
17 full-time faculty in addition to adjunct faculty. This 
position requires a master's degree (doctorate preferred). 
Effective communication and leadership skills are essential, 
in addition to a minimum of 5 years of combined 
administrative/teaching experience, preferably in a community 
college environment. At least 2 of these years should include 
teaching experience. Salary is commensurate with experience 
within a starting range of $46,000-$53,800. An excellent 
benefit program is provided. 
To apply, candidates must submit a complete application 
package which must include a letter of interest, a current 
resume, a completed WCCC application (which will provided upon 
receipt of a resume), college transcripts, and names and phone 
numbers of three (3) references. Review of applications will 
begin August 14, 1995, with the position remaining open until 
filled. Required information should be forwarded to: 
Director of Human-Resources 
WESTMORELAND COUNTY COMMUNITY COLLEGE 
Youngwood, PA 15697 * 412/925-4080 
Westmoreland County Community College is an affirmative 
action/equal opportunity employer. 
From: The Chronicle of Higher Education, August 4, 1995 
Categories: Other social sciences, Social sciences, Business and 
management, Professional fields, Faculty and research 
positions. 
Position: Department Head-Natural Sciences 
Institution: Shelby State Community College 
Location: Tennesee 
SHELBY STATE COMMUNITY COLLEGE 
Memphis, Tennessee 
DEPARTMENT HEAD - NATURAL SCIENCES 
159 
Shelby State Community College is seeking applications for the 
position of Department Head - Natural Sciences, beginning with 
the 1995-96 academic year. The college is a rapidly growing 
multi-campus institution serving greater Memphis. The College 
serves approximately 7,000 students. In addition to the 
Associate of Arts and the Associate of Sciences programs, the 
College offers extensive programs that lead to the Associate 
of Applied Science degree and certificates. 
Qualifications: This tenure track position requires a master's 
degree and 18 graduate hours in the teaching discipline. A 
doctoral degree is preferred. Two years• experience in 
teaching the first two years of college-level courses is 
required. Experience in a multi-campus environment is 
preferred. 
Responsibilities: The Department Head, under the direction of 
the Dean of Arts and Sciences, is responsible for: 
1. The recruitment, 1pervision, and evaluation of all full 
and part-time faculty and staff within the department. 
2. Assuring the development, ~lamentation, and maintenance 
of applicable educational standards and college policies. 
3. Coordinating department service to students, faculty, and 
staff, and serving as liaison with other college departments. 
4. Performance of other duties as may be required to 
facilitate operations of the college and enhance service to 
students. 
The position is available as of August 15, 1995~ screening, 
however, will begin immediately. Salary is commensurate with 
qualifications and includes an excellent benefits package. A 
letter of application, current resume, college transcripts and 
three letters of recommendation should be sent to: Human 
Resources, Shelby State Community College, P.O. Box 40568, 
Memphis, TN 38174-0568~ telephone (901) 544-5340. If actually 
hired, official college transcripts will be required to 
complete file. AA/EOE. 
From: The Chronicle of Higher Education, August 4, 1995 
Categories: Science and technology, Faculty and research positions. 
*************************************************************************** 
~~ ~~ Cuyahoga Community College 
ACADEMIC DEANS 
Cuyahoga Community Colll!ge seelcs IO~nt nine academic Deans~ 
rienced in leading_\"itl1_ftlresig!:lt, entrepreneunal spmt. arid mnovatJon. The 
College wdfaiiPO~cadenm:Deansan eadi"Of itS three campuses. 
Each umpus will have a DNn of Libenl Altl, DNn of Health Gueenl 
Science and Dean of Businea/Tedanolost, all reponing to the campus Pro-
vost/Vice President. The Dean of Liberal Arts will administer the hLII11anities, 
languages, literature, fine and perfonning am, commurucations, and the 
behavioral and social sciences. The Dean of Health Careen/Science will 
administer Allied Health, the physical and life sciences and physical educa-
tion. The Ckan of Business/Technology will administer Mathematics, Busi· 
ness and Technology, including automotive, engineering and industrial and 
public 51!fVice technologies. In addition 10 campus administration, one Dean 
an each area will also ~ assil!lled to coll~wide coordination of planning. 
resource allocation and guafftv assurance for his/her are.t. RespOnsablloltes: 
1 he Dean •sresponsable lor provadang the leilldenhipand managemmlfor the 
are<~ and theyeverooomrev;ew;-a~liiafiOiiOl are~ns, cumculum • 
....11!:9S!i!~~ a resources. 4t~ahficitaons: A MaSter's ~ IS re-
-quii1!Ci;iloCiorate Pi'iireiTt'd. Must hold one or more degrees in the discipline 
in the Dean's area. • A dmlonstrated success in higher education academic 
administration at the deoartmentallevel or higher requined. Teachinsem:ri-
ence at the con~ level~ened. Must demOnstrate commitmefl,~t~to~student~~ --wcwam·IO enlia.neiru@aclilng and leami!l& Comriiunrty college expen-
ence in an uitiantsubUrban environment wilfbe given pefaea. Must be 
experienced in working with divene populations; experience with continu-
ous quality impro•ement. appliations technolosY, and community outreach 
preferred. 
•Noce: Dean ol Business/Technology, ac le.Ht one <~ppolntee will hold an 
advanced degree in Business and one <In <ldvanced degree in Engi· 
neeringllndustrial Technology. 
Dean ol Health Careen/Sciena!, at least one appointee will hold 
credentials in a f.eld related to Allied Health. 
ASSISTANT DEANS 
Cuyahoga Community College will ;appoint Assimnt Deans 10 Its ampuses 
in the aii!U of Ubenl Arts, luslnetSffechnolotlY and Nunifts. Assistant 
Oe<lns will assist the Drans of the areas with staT£ functions jncludins am 
~nni' biidge15, sclii!dules prDJeg ~I iiiil c:oll~wide coordi· 
naflon areaact@i;• QU.;ilifiQtiOiisi A""Miiiii's oegree reQiilied an one or 
more acaaemac OISC!plines in the Dean'S area. A deinonstrated success in 
academic administration in higher eduation ll!qllired. Teaching experience 
preferred. Commun!t)'Collegeexperiencewill be given pefeiEIICC!. Must be 
experienced in wocfcang witfl divene populations. Must be experienced in 
staff functions supporting a major academic unit. 
•Note: The Assistant Dean for NU!Sing will hold at least the MSN and be 
jointly appointed Director of Nursing colll!ge-wide. 
Thee are administratiVe contract positions, competitive salaries and an at· 
tractive benefrts packil!!'!· Applications received by May, 5, 1995 will be 
comidell!d. Each apphant is required 10 submit a cund!l reum6'Yitae, 
phaucopies of ttanscripts for earned degrees, three curll!nt empl~ 
references (from cu=ntlfonner supervisors) and an application for employ. 
ment which will be forwarded with <~letter acknowledging receipl of applia-
tlon materials. 
Application materials should be submitted to: Asslstam Director, Staffing. 
CHE, Cuyahoga Community College, 700 Carnegie Avenue, Cleveland, OH 
44115. 
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KEI.LOGG COMMUNITY 
COLLEGE 
1 0 
< 
Di=tor, Barry Counry Cmter. Required: Master's clegfte; experimce with / 
K-12 (l!ld/01" mrermc:di2re) school ilisaia and community college opera- <.... 
lions; demormnred :academic center or off-site programming cxperimce. 
Annu:al sabry S46,000..SSO,OOO. Send cover !mer and raumt by April 28, 
1995, co Penonnd job #561, Kellogg Commwliry College,-450 Nonh 
AftiiUC, Banlc Creek, Ml 49017. 
An Equal Opponunjry Employcr/Eduaror. 
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SENIOR ASSISTANT DIRECTOR FOR 
MULnCULTURAL RECRUITMENT AND PROGRAMMING 
Ithaca College seeks a highly mctivated Individual to provide 
leadership In coordinating the multicultural recruitment ef-
forts of the Office of Admission, serving as the central coordi-
nator for admission campus recruitment ewonts for students of 
color and advancing the Involvement of currant students, 
alumni, faculty, and other volunteers. 
Primary rosponslbllltles Include actively Initiating and con-
ductln on-cam us recruitment an cOOrainalin!f 
re a even s or prospe IVfl uili!n s o co or; P[OVIi:llrig 
leade~QJ§ wMhin the admission office for mullicuttura recru1t_. 
ment r re mlrig and planning; serving as a liaison to cam-
_pus students of color organizations. the Uttice or M~f­
lillrs, and the AIEOP Office to coordinate ffiiiltiCulfural reciiilt-
ment efforts with campus programming and support services; 
assisting In the development of student leaders and the further . 
development and management of an alumni of color admis-
sion volunteer program. The Senior Assistant Dlrectorwtllalso 
assist In ldentttyl'l!l...!.!mdln~oortunltles for multicultural 
programming ancr recrultmarir.--
Addltional responsibilities Include sta1f and volunteer trainl!l!J, 
research. lnterv1ewmg prospecbve students. and ~rtlclr/.tion ffiJl8nef;11 ed~~T6ni"eci'ulffiiiinTcetiVltiea and a umni unc-
ons and in profass~_!!.a.!_aptiviti.~~ -----
Three years of admission experience With an emphasis on mul-
ticultural recruitment or the equivalent of related work experi-
ence, a bacnelor·s degree, and strong Interpersonal, organiza-
tional, and communication skills are required. The successful 
candidate will be 111nsltive to the challenges of multicultural 
recruitment, committed to Increasing campus diversity, and. 
able to wortt eftectlwtywlth all minority groupa and all campus 
constituencies. 
Applicants should aubmtt a letter of lnternt, nhum6, and three· 
letters of recommendation to: Senior Assistant Director 
Search Coordinator, Office of Admission, Ithaca College, 100 
.lob Hall, Ithaca, NY 14850-7020. 
ADMISSION SYSTEMS COORDINATOR 
Ithaca Collage seeks a highly motivated individual to manage 
the admission computer system end databUB and be respon-
sible for the ~llti()n ancs maintenance of documentation of 
~em poiiCJ~:;JlniCeduiiS and standards. The Admission 
ystems coorainator wm·Uiass-and design workflow and 
write SQR programs to support the full range of recruitment 
activities. 
The Admission Systems Coordinator will manage the furtnar 
development and direction of the admtnlon computer system 
and databna. The coordinator will serve as...lliii:2.!Lwlth tne 
Office of Information TechnoiO!!Y. and the Associate Director 
for Enrollment Planning, and w1th th8118 offices will menrch 
and coordinate the development of systems for the electronic 
transfer of data. 
Additional responstblllllea Include admission research actiYI-
ties and reporti~cm:golno computer training for admission 
sta'lf and 11ueervislon ol the ASSistant Director of Admission 
for esearch and Information. 
A Bachelor's degree and progressive experience In the man-
agement of a sophisticated relational database environment 
and associated programming are required, along with strong 
su~rvisory, interpersonal, communication and organizational 
sk1lls. Experience and familiarity with admission systems, 
SPSS and VAX highly desirabls. 
Applicants should aubmlt a letter of Interest, murn6, and three 
lettel"' of recommendation to: Admillllon SYitems Search Co-
ordinator, Office of Admlnlon, Ithaca Colfege, 100 Job Hall, 
Ithaca, NY 14850-7020. 
Ithaca College Is 1 selective comprehenatve collage enrolling 
over 5,700 students In five schools: Humanities and Sctencea; 
Music; Communications; Business: Health Sciences and Hu-
man Performance. Located In the Finger Lakes Region of up-
state New York, the modem 600 sera campus CMSrlooks Ceyu-
ga Lake and the city of Ithaca. 
Rwlew of candidates for both posltlontl will begin Immediately 
and will continua until a suitable candidete Is found. Prefer-
ence will be given to applications received by April 28, 1995. 
Ithaca Collage Is an Equal Opportunity, Affirmative Action Em-
ployer. 
161 
( 
C I I I I I II I I I I I I I (II I I I I I I I I I I I I I I I I I (! I (I I (! I (I I I I (I) 
East Central University 
Encfish Department Chain Rank open/tenure tradt. The department 
has fourteen fac:ulty members ud olfen general education counes 
(componbon, human16es and languag_~) and a multi·trac:k major. 
Qualifications: Ph.D. required. Successful candidate must possess de-
monstrable administrative skills academic and teachin excellence, 
and teachin m1ms ve ezpenence a regJo umvers11)'. AS· 
signment includes teaching and administlUion. 
Communication/News-Editorial: Instructor or assistant professor, ten-
ure track if eligible. Teach und~uate courses in news writing. 
feature writing. media ethics and law layout and design; possible 
assignment In fundamentals of ~- Academic advi5ement and 
committee service required. Qualiffcaticins: Master's deg~ee minimum 
requirement; some college teaching experience prefe~ 
To apply: Send a letter of application, ~ume!. unofficial transcripb, 
and three I etten of reference to Mr. Dale Hayden, Penonnel Director 
East Central University, Ada, OK 74820. Application review for a1f 
~
itions will begin May 4 and continue until the positions are filled. 
ualified women and minority group members are urged to apply. AAI 
E. 
( 
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MADONNA 
UNIVERSITY 
Dean 
... 
Continuing and Professional Studies 
Madonna Univenity in'rites nominacioas and ap~ for ~enced 
edua10r 10 plan. m&rltei. and im£1em=t coatilluing profeuional develop-
mall programs. DOCtora11: an id 1 CdiiCilicm or ua relative 10 aadeaUc: 
prognms. cli=Uy mated cxpaic::uca; ex!ZI!Ciona! in~ and mm-
munialian Wlls. and documented cxpctiiCIICIC ma comporgaruzaaon are 
reqwlid. A rwetwe mont~! appoinrmc:nt wids acadcmie rank. Submillcaer, 
suceman of eduation pbilosopby and IJWUBCIIICIII style, cunau Yilae, 
s;Jary history, md mmes. addn:ua and ~ numlicn of five prt~fet­
sio!W m=ca co Rev. Frmcis 5. Tebbe. OFM, Vice Praidmt for Pba-
ning, MadoMa Uniftnity, 36600 Scboolaafi Ro;d, Livonia. M148150. For 
funher infonnalion, all313-591-51Sl. Rmewofapplicana begins on April 
15. EOE University. . 
DIRECTOR 
Small Business Development Center 
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HOFSTRA UNIVERSITY 
SCHOOL OF 
EDUCATION 
Antidpated Tenure Tr.lck Faculty Openings 1~5-1996 
Hofstra UnM:nlty Is a comprehemlve 1lbenl au Jnst!nttlm loc:au:d on 
Loag IslaDd, ~mUes from Manb!ttan 1be Scbool of fdncat!on Is 
ac:cred!ltd by NCA11! and serves man: than lSOO gnduate and baccalau-
reate atuden!s. 'lbe Depanmem of Rclldlng offers a Master's degree In 
Reading md Wrltlll& the professloaal dlplcma in Reading and both the 
lid.D. w1 Pb.D.m Readfn& 1.111guqc llld Cognition 'lbe Cal1owlDg poa~­
tloos are c:urrentJy open: 
. · ·, · . . ... ChafriK·.rs<>ni : . : ·. ~ :·: .• 
. Assocbw Professo·r <'>f Readi nu · "·' · 
• • ' D • • ' 
· · ' ·. i\ssbt:mt. Pn)!Cssoi· of · · .' ·· 
· , ... R~:tding: Litrt~:,c(~pecialist ·. :· . 
'Ibil po&!Uon requires emphasis on lJterllcr pre = md priCtices 
WUb ezpc:rtiJe and~ In one or more oftbe 1'ollow1llg areas: 
mgcnt UtaacylfamfJ)' llterac:y, c:hlldn:n'a lilcature md wrfWla 
a1oD& Wl1h eY!deoce of aureut and future ICboJady acumy. . 
Quallflcatlons for both positions Include an earned doc:toftte !n 
Reading or related aeld o! Uteracy education md c1emonatrated pro-
fessional teliChiDa esper!ence In f'lemen"'ry/ICCO!Idlty IIChoola. 
All posJtlcm are efrec:tift September 1, 1995. Appllcanll pJeue ieDd a 
letter of appllat1on, curriculum~ thn:e letter of rcfereDce. of!k:lal 
copies of all college trmlalpts llld amplcl of recent pnNic:at!on• to: 
Dr. Harold J. 'Diay:ler, CJ.alrpenosJ, DeputiDCDt Pa'loDJ2d 
Committee, Jtead1ng Department, 102E Muon Ball, 124 
Hofstra Uo!ftrsltr, Bemps1elld. NY 11550-1090. Rmew of~ 
catJoas will beglnApr1124,199S and poa1t1oaa will remain open WUil 
HOFSTRArniVERSiTY~ 
WETFACH&XnSS!i!. 
l!qlllll~/.un.MMI!aa....,. 
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THJ-: Mt.:TRUPUU' J A 1\i 
COMMUNfl"Y COLLEGE UlSTRIGf 
of Kansas City, Missouri 
ASSOCIATE DEAN 
OF INSTRUCTION 
The President of MAPLE WOODS COMMUNITY COLLEGE invites 
nominations and applications for the position of Associate Dean of 
Instruction. Maple Woods enrolls over 10,000 students annually and is 
one of the Metropolitan Community Colleges serving a four county 
area of metropolitan Kansas City, Missouri. 
Responsible for assisting the Dean of Instruction in developing, rec-
ommending, implementing, and coordinatiniJ the instructional pro-
grams and activities of assigned areas, includmg development of new 
programs. A screening committee will be seeking evidence of the 
following criteria: 
• Master's Degree. 
• Three years' college teaching experience (preferably at a commu-
nity college). 
• Experience in administering Instructional programs is preferred. 
• Ability to organize And alfect the actiVIties of others successfully. 
•Ability to ~fM, iDellltDte, ana promote coiiaborauve pedagogical 
units. 
'i?\olllry to ·11Sfabllsh and maintain cooperative working relatlon-
-Jti~s with a variety of people. -
• bl lty to create, piAn. organrze, and manage on and ort cameua 
mstructidnsl ptogt&HIS. · 
• Abo lily tO oss hilbrtriailon technology for personal productivity, 
including word processtnv;-eteCtronlc· COttiiiiUIIIcatloiiS. &lid pf~ 
sentalions. 
• Familiarity with network microcomputer and mainframe computer 
systemntRrc:~~rmmml!!m!IPfur.- · 
Competitive ulary and benefit package provided. Open until filled 
with review of applications beginning April15, 1995. 
TO APPLY: send lett!tr of application, resum6, and copies of colieg~~ 
transcripta (unofficial transcripts accepted) to: Human Reacurcet Of. 
flee, Metropolitan Community Collogoa, 3200 Broadway, Kanaaa 
City, MO 84111. Completed MCC employment application and official 
transcripts will be required prior to Interview. 
The Metropolitan COmmunity College District is en 
Equal OpponunltyfAfflrmetive Action Employer. 
Women & minonties ere encouraged to apply. 
. . •••••••••••••••••••••••••••••••••••••••• 
MiraCosta Community College 
..; 
Oceanside, California 
Located along the notthem coast of San Diego County. MiraCosra College il 
a single college district with nro campuses, serving more than 9,000 credit 
and non-credit srudenrs. 
DEAN, ACADEMIC INFORMATION SERVICES 
After nearly thirty yean as MiraCmta College's Dean, Learning Re-
sources, Leland Russell has announced his retirement effective June 30, 
199~. Under the general direction of the Vice President, Instruction, the 
Dean of Academic Information Services talces responsibility for developing 
and leading an information services team of faculty and staff from lea. "Ding 
Resources Centers and Aademic Computmg Services tO plan, organize, and 
coordinan: library services, acidemic computing, distance learning, and their 
applicability ro rhe '"""hing{leaming community. 
Applications will be received until the position is filled, but submislionl 
ll'e especially encourt&ed prior to April24, 199$, when the Search Com-
mittee will begin its rniew of applicants' materials. 
The district offers a comperime salary plus a comprehemive pacJcase af 
benefits which includes employ~ and dependent medical and dental COYer· 
qe, $70,000 life insurance, And income-protection insurance. 
APPUCA110N INJ'ORMA110Nr Contact the Human Resources off.ce Job 
Line (619) 75 7-2121, ext. 8071. All inquiries, nominations, and appliclltions 
will be held in the strictest of confidence. 
MirttC01t11 Ctf/tp, 11n E4••1 E•p/~mt Oppm.,itJ, A/fi,..tm Mifln E• 
~. strlu 11 ntb.rtHt its tt11ff tli.mil7 17 sPfrifiu/1:1 ilfflitinc •"' _,;,, 
•in•ritin 11ni __, to t~pp]j. 
•was•••••••••••••••••••••••••••••••••••• 
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f.iO Arapahoe :..0 Community College 
DEAN OF INSTRUCTION 
Humanities and Social Sciences Division 
(12-Month Administrative _Appointment) 
Arapahoe Community Collt!ge's 51-acre campus h locall!d In linll!!on, Colo-
rado, just 15 miles south of Downtown Denver. 
T1ie Arapahoe Community College Humanities and Social Scienc~ Division 
produces 1,250 student m annually (18,750 student credit hours! and 
includes the Arts, Behavioral Sciences, Communications, Development~l 
Studies, Education, Humanities, and Social Sciences. ' 
The Dean of lnS!IUC!ion repons directly to the Vice President for lnstruc:ilon 
and is responsible for directing daily operations of the Division including 
strategic planning, division staffing and organization, program coordination, 
departmental budgeting. ancl supervising and evaluating divisional person-
nel. The Dean h a member of the Vice President's Instructional Council 
which is responsible for ~loping ilnd implementing comprehensive in-
structional programs for the College. 
JOB QUAUFICATIONS: A Master's Degree in any of the disciplines under 
tht> Hurn.tnili<.'-s or Soco.1l Scirnc«" and a ~nmhination af f~ Yt'il"' tl'achinRf 
;~~tminKiralivr rxprrorn.-r whi~h oncludrri succPS\Iul rxr-orncl.' in tht> ;!rt'd' 
.of budge! and person~l rmn;,eement j~,' Previous expcritoncc ~~~-
-iri({'isinR a diVCnC Wbtk lbfCC •!. ~u,Uf:nstrated k!ad~hie ability 
a a commolment to the role of liberal arts as a pan of the m"soon Of a 
comprehensive community college is necessary. . 
Candidates with the qUilllfiations special 
ation: 
Salary is commensura~ with education and =iettce and in accordance 
with the 1995-96 Administrative Salary Sc ule. Arapahoe Community 
Coli~ offel5 a com~ive fringe benefit program including ~alth, 
dental, and life insurance. 
APPLICATION PROC£OUJIES: All applicants must submit a de-tailed lem!r of 
application addressing the job announcement in addition to a personal ~ 
~ and College apPlication fonn. References and transcriptS will be 11!-
quired of illl finalists. Only thote iiiJPiiants with complete filet will be 
'-arded to 1111.' SNrdl Committee for consideration. Allm~terials lftlll be 
~by friday, April 14, 1995. Plea5e call (303) 797-5720 for an Arapa· 
hoe Community College ilppli~tion. 
mECnON PRocmURE: Candidates will be evaluated on the basis of their 
qualifications as related to the duties and responsibilities of the position. 
Final candidates will be invited to tiavel to the Colll!ge, ar their own eiC~se. 
to interview with the Search Committee and the Vice President for lns!IUC· 
lion. 
WHERE TO APPlY: 
Ar.~pahoe Community College 
Office of Human Resources 
Dean of Instruction-Humanities & Social Scil'llteS Search 
2500 West College Drive 
P. 0. Box 9002 
Little-ton, CO 80160-9002 
Arapahoe Community College is an EEO/ANADA employer. 
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UNIVERSITY 
Chair 
Department of Counseling 
and Leadership 
SCHOOL OF EDUCATION 
(Search Re-opened) 
Winthrop Univmity, founded in 1886, is a coeduc:ational, comprehen-
sive teaching university located in Rock Hill, SC 20 miles south of Char-
lotte, NC. Winthrop offers a broad array of undergraduate and graduate 
programs within four schools: Ans and Sciences, Business Administra-
tion, Education, and Visual and Performing Ans. Winthrop's distinctive 
mission is to offer challenging academic programs of national caliber to a 
high·achieving, culturally diverse, socially responsible student body of 
~I !!!I students. Recent achievements include national recognition by U.S. 
~w• nnu Wood Rc11<>M nnd Rarrnn'• -Ac•t Rny• Collc11e Educntiun. 
The Sehoul nf Educntinn i• !ICekin~t nn innnvRtive. e~ic ncndem~ 
utlcr tu ~rvc u" I he hr~l chair ul ltma neWly rcm~eouu1C:Il.ill lrm:nl U 
uun": oug ami Leadcr.>hip. The Dcp;tnmcnt i5 rc•pon•ihle for gmduatc 
programs in counseling and educational administration. The new chair will 
lead effons to secure CACREP accreditation and work with faculty to 
develop new academic initiatives. 
This is a JO.S month, tenure trac:k apj)Ointment requirina senior faculty 
rank and beginning August I, 1995. Candidates should have excellent 
teaching and scholarship credentials. A strong record of experience and 
teaching in counseling is preferred. 
Please send a detailed letter of application, curriculum vitae, the names 
and contact information of five references and selected portfolio materials 
(e.g. syllabi, published papers, etc.) to: 
Dr. John Sanders, Search Committee Chair 
Office of the Dean 
School of Education 
Wil!th~~ Universitj 
"'kock 1 I, SC 19/3 
Review of applications is ongoing. Applications will be received and 
reviewed until the position is filled. 
Wi11tirlop Uffi"Hnil'! i• "" A[fo""41iW Arti<M, £q•11l (}pport•lllty Elr!p/o:f'r. 
~ HuosoN CoUNTY CoMMUNITY CoLLEGE 
Hudson County Community CODege Is currently seeking !luallfled 
professional who would welcome the challenge of buildmg new 
programs in a dynamic institution committed to serving Its urban 
population. 
FULL-nME TENURE-TRACK FACULTY POSmONS 
scan Date·August 15, 1995 
JnstructDrl9'0nflnator-Data Processing (1204) 
'n!ach data proccssmg. computer operntions; programming; RF..G: 
Basic, COBOl., Pascal and Assembly. Coordinate certificate and 
A.A.S. ~· Provide leadership for faculty In integrating 
lnstructloruil teChnology Into curriculum. 
lnstructDr/Coordinator-Human services (1205) . 
~ch course in human services and socio10$Y: supervise 
extemshlps. Maintain contact with human servtces agencies/ 
providers. COordinate A.A.S. program. 
lnstructor/Coordlnaror-MechanlcaliManufacturlng 
Engineering Technology (t206) 
'n!ach engineering. upper level math and related courses. 
Maintain lab/equipment of MET program. Coordinate A.A.S 
program in MET: assist In development of new programs. Floor 
level industrial experience necessary. 
DV11ES: ~ch five course (tS credits) per semester-day and 
evening; advise students; develop and revise oourse offerings; 
select textbooks, materials and equipment; sit on various COllege 
committees. 
REQUIREMENTS: Master's degree, Ph.D preferred In specified 
discipline or related, plus higher ed teaching experience. Demon-
strated understanding and commitment to the teaching mission 
or a comprehen!llvc: community college. 
'l'n A PPI Y• tnfl"f'MfNI IW'I'III'In" Ahnuld aend a letter of aoollcatlon 
166 
.. ---- -----------------------------~~~~~~---~--
e March 24, HJ!t.·, 
DEPARTMENT CHAIR 
Business and Public Service, East Campus 
Orlando, Florida 
Dee! red qualification•: Master's degree or higher In specific 
or related discipline (required), eighteen (18) graduate credit 
hours in a specific discipline within the department, teaching 
and work related experience, demonstrated knowledge of 
vocational and technical education. 
Salary: Administrative Salary Schedule 
Application deadline: 04/13/95. For lnfonnatlon on how to 
apply please contact the Personnel Office at (407) 299·5000, 
ext 1333; 1800 S. Kirkman Road, Orlando, FL32811. EAIEO. 
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POSITION VACANCY 
Guilford Technical Community College 
Human Resources Department 
P08ox309 
6/21/94 Jamestown, NC. .i:!i2B2 
(91 O) 334-4822 - 454-1 126, ext. 2404 
ALL APPUCANTS MUST COMPLETE A GTCC APPUCATION. A RESUME MAY 
BE ATTACHED, BUT IS NOT A SUBSTITUTE. 
DIVISION CHAIR, TRANSPORTATION 
Salary: Commensurate with education and experience, plus local salary 
supplement. Excellent benefits. 
Appointment Period: Upon hire through June 30, 1995. Renewable upon 
successful completion of probationary period. 
Location: Jamestown Campus 
SUMMARY 
This position reports directly to the Vice President for Curriculum and Instructional 
Technology and is responsible for the following departments: Auto Body Repair, 
Automotive Mechanics, Automotive Technology, Automotive Service Technology, 
Diesel Vehicle Maintenance, Aviation Management & Career Pilot Technology, and 
Aviation Maintenance Technology. This person provides administrative leadership in 
all these areas, is accountable for the planning, organization, selection of personnel, 
evaluation of staff, budget management, and implementation and evaluation of the 
curriculums m cider that students wdl be prepared tor the entry level positions and/or 
advanced study of an appropriate nature. Working with Departments Heads and 
faculty, the Division Chair will supervise the development of curriculum standards, 
course content, outcomes, competencies and instructional objectives. 
QUALIFICATIONS (Show these and related qualifications on application.) 
- Master's degree 
- Minimum of fiVe years post-secondary teaching experience 
- Minimum of five years supervisory experience 
- Community College experience preferred 
- Strong organizational and communications skills 
- Meet SACS crit9ria to teach in one of the programs named above 
• Ability to communicate both verbally and in writing 
-Ability_!~ ery~~rage and_p~~C~.Qru:tic.ipJ~to!Y.J!!anagement 
- Knowledge of TQM concepts, tools and techniques 
• Commitment to the community college concept 
• Ability to establish and maintain effective working relationships with faculty, 
staff and administrators 
APPUCATION DEADUNE: All applications must be received in the Human 
Resources departmer'tt by 5:00p.m., Friday, September 30, 1994. 
ALL NEW EMPLOYEES PAID !'!. Y DIRECT DEPOSIT ONLY!! 
An Alftrmatl\111 A~QU I Opportunny College 
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Guilford Technical Community College 
Human Resources Department 
P08cx309 
Jamestown. NC 27282 
12/09/94 
(910) 334-4822-454-1126. ext. 2404 
ALL APPL:ICAN'rS MtJS'l' COMPLE'l'E A G'l'CC APPLJ:CA'l':ION. A RESCME MAY BE A'l"l'ACBED, 
BO'l' :IS NOT A SOBS'l':I'l'O'l'E. 
D:!Vl:SJ:ON CHAIR, BEAL'l'H AND PUBLJ:C SERV'l:CES - CUrricul.um and Instructional. 
'l'ec:huclow 
Salary Range: $39,011- $54,61 Actual salary based upon education and 
experience. 
Appointment Period: Upon hire through June 30, 1995. Renewable with 
successful completion of probationary period. 
Location: Jamestown Campus 
SUMMARY 
This person reports directly to tbe Vice President for Curriculum and 
Instructional Technology and is responsible fer the following departments: 
Dental Assisting, Dental Hygiene, Emergency Medical Science. Medical 
Assisting, Nursing, Surgical Technology, Basic Law Enforcement Training, 
Criminal Justice/Protective Service, Fire Protection. Juvenile Justice, and 
Law Enforcement Tec~ology. This person provides ~inistrat~~~~~~ship 
in all ~~ese areas, ~s accountable for tbe planning, 
organizQtion.imPlementation and evaluation of tbe curriculums in order that 
students will be prepared for entry level positions and/or advanced study 
of an appropriate nature. Working with Department Heads and faculty, tbe 
Division Chair will supervise tbe development of curriculum standards, 
course content. outcomes, competencies and instructional objectives. 
QUALJ:FJ:CA'l':IONS (Show these and related qual..i£.icat.icms en application.) 
-Master's degree related to one of the departments named above 
or meet SACS criteria to teach in one of the programs within the 
college. 
-Minimum of five years post-secondary teaching experience 
-Minimum of :ive years supervisory experience 
-Community College experience desired 
-Strong organizational skills 
-Ability to communicate botb verbally and in writing 
-Knowledge of TQM concepts, tools and techniques 
-comm1tment to Che commun~ty college concept 
-Ability to establish and maintain effective working relationships 
with faculty, staff, administrators, students and advisory 
committees. 
APPL:ICATI:ON DEADLJ:NE: Appl.icaticns 11111st be received in the Human Resources 
Department by 5:00 PM, Friday Ja:l111a%Y 13, 1995. 
ALL NEW EMPLOYEES PAlO BY DIRECT DEPOSIT ONLY!! 
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POSITION VACANCY 
JUlJ " a· 109~Guilford Technical Community Collegr 
• w w Human Resources Department 
PO 8ox309 
Jamestown, NC 27.282 c::::::t:r' 06/02/95 
(910) 334-4822-454-1126. ext. 2404 
ALL APPUCAm'S MUST CONIPLETE A GTCC APPUCAllON. A RESUME MAY a: 
ATTACHED, 8lJT IS NOT A SUBS1TTUTE. 
PMSION CHAIR- CO!V!PUTER SCIENCe & ENGINEERING JECHNOI.OGIES 
SALARY RANGE: $37,154- $52.015 Cornrensurate vvtlh education and 
experience, plus local salary supplerrent. Exc:e!lent benefits. 
APPOINTMENT PERIOD: Upon hire through June 30, 1996. Renewable upon 
. successful COI'Tl'letion of probationary period. · 
LOCATION: 
SUMMARY 
This position reports directly to the Vice President fer CUrria.IIum and lnstn.JdionaJ 
Technology and is responsible for~ & engineering technology related 
programs. This person provides adrrinistrative leadership in all these areas, is 
acc:cuntable for the planning, organization, se!edion of personnel, evaluation of staff, 
budget managernant, and il'l"p!ems:J dation and evaluation of the amia.IIums in order 
that students will be prepared for the entry levE:t positions ·anc:llor advanced study of an 
appropriate nature. V\brking v.,;tt, [)epartJ'rEms Heads and faa.Jity, the Division Chair 
will supervise the developrrent of amia.IIum standards, ccurse ccntent, outc:orres, 
~cies and instructional oqedives. 
OUAIJSCATJONS (Sho.vth!se ard related qualifi:atia1s a1 application.) 
- Master's degree 
- Mnirrum of five years post-secondary teaching experience · 
- Minirrum of five years supervisay experience 
- Corrm.mity CoUege experience pefeared 
- Streng organizational and c:crrmJnic:ations skills 
- Meet SACS aiteria to teach CC!!pJter & engineering technology re!ated 
ccurses 
- Ability to c:orrrrunicate both verbally and in witing 
-Ability to enccg and practice cartidcatoJY managerrent 
- Knowledge Of ccncepts, tools and techniques 
- ConTritrrent to the ccnmJnity college concept 
-Ability to establish and maintain effective working relationships with faculty, 
staff and adninistratcrs 
APPUCATION pEADUNE: All applications rrust be received in the Human 
Resources departrrent by 5:00 p.m, Friday, June 30, 1995 
ALL NEW EMPLOYEES PAID BY DIRECT DEPOSIT ONLY!! 
All AllirmaliVII Acllcn/Equal Oppcnunny College 
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GtCC Guilford Technical Community Collegr Human Resources Department POBox309 OS/02195 Jamestown, NC 27282 .:p-(910) 334-4822-454-1126, ext. 2404 
AU. N'PUCANTS 1\/UST COMPLEE A GTCC MJPUCAnON. A RESUME MAY EE 
ATIACHED, BUT IS NOT A SlJBS11Tl1TE. 
PIVIS!ON CHAIR- IN[)USTRJAL & JBANSPDRTADON TECHNOLOGIES 
SAlARY RANGE: $37,154-$52,015 Corrrrensurate 'IIIith education and 
experience, plus local salary supplerrent Excellent benefits. 
APPOINTMENT PERIOD: Upon hire through June 30, 1996. Renewable upon 
sua:essful CCllllJ(etion of probationaJY period. 
LOCATION: Jarrestovm Ccnrpus 
StMVIARY 
This position reports diredfy to the Vice President for QmiaJium and Instructional 
Technology and is responsible for the foiiCIMng clepartmenls: Auto Body Repair, 
Autol'l'Dtive Mechanics, Autom:.rtive Technology, Autamtive Selvice Technology, 
Diesel Vehide Maintenance, Aviation Management & Career Pilot Technology, 
Aviation Maintenance Technology, 1\fanufacturing, Coostruction, and Machinist This 
person provides adrrinistrative leadership in all these areas, is accountable for the 
planning, organization, selection Of personnel, evaluation of staff, budget managerrent, 
and irrplernentation and e.taluation of the amiaJiums in order that students wn be 
prepared for the entry level positions andfor advanced study of an appropriate nature. 
V\bri<ing \Wh Oepartrrents Heads and faa.lfty, the Division Clair wll supervise the 
deve!oprrent of amiaJium standards, ccurse ccntent. OI.JtalrreS, CClfll)etendes and 
instructional objectives. -
OUAWBCADQNS (Shaw these and related qualific:a6cns m appUcation.) 
- Master's degree · 
- Minirrum of five years post-secoz ldary teaching experience 
- Minirrum of five years supervisory experience 
- Comn.Jnity College experiE!i"'Ce paa"a1ed . 
- Streng organizational and c:ornTlll'1ications skills 
- 1\neet SACS aiteria to teach in one of the PIOJiaJ 1 s narred above 
- Ability to ccrrmmic:ate 60th verbally and in \Miting 
- Ability to enoo~e anc:loractice participatory management 
- Knov.iectge Of TOM concepts, tools and techniques 
- Corrrrit:rrEnt to the COI'TIT1Jnity ccllege ccncept 
- Ability to establish and rraintain P.ffec:tive working relationships Wth faaJity, 
staff and adrrinistrators ·· 
AJ?PUCADON OEAOUNE= All applications rrost be received in the Human 
Resources department by 5:00 p.m, Friday, June 30, 1995. -
ALL NEW EMPLOYEES PAID BY DIRECT DEPOSIT ONLY!! 
An Art!rma1MI Acllan/Equal Oppanunl!y College 
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POSITION VACANCY 
Guilford Technical Community College 
Human Resources Department 
PO Box 309 
Jamestowr•. NC ::!:'::!82 
5/16/94 (910) 334-4822-454·1126. eX1. 2404 
ALL APPLJ:ONTS MUST COMPI.F!m A GTCC APPLJ:c.AnCH. A RES'OME MAY BE ~, 
BUT IS NOT A SUBS1IXUXE. 
DIV'l:SION c:E:AJ:R, :S:E!."r.ITR AND PUBLIC: SERVICES - ~.icu.lum and Instructional. 
Teclmcloqy 
Salary Ranqe: Commensurate with education and education • 
.Appointment Period: Upon hire through June 30, 1995. Renewable with 
successful c~letion of probationary period. 
Location: Jamestown Campus 
This position repo~~ directly to the Vice President for CUrriculum and 
Instructional Technology and is responsible for the following departments: 
Dental Assisting, Dental Hygiene, Emergency Medical. Science, Medical. 
Assisting, Nursinq, Surqical Technology, Basic Law Enforcement Traininq, 
Criminal. Justice/Protective Service, Fire Protection, Juvenile Justice, and 
Law Enforcement Technology This person provides administrative leadership 
in all these areas, is accountable for the pl~c;, orq~za~on, · 
selection of personnel., evaluation of stat£, EUe1qet: management, ana--
implementauon and evalua~on of the currJ.culums ~ order that students 
wJ.II be prepared ror entrY level posl.ticns and/or advanced study of an 
appropriate natw:e. Working with Department Heads and faculty, the 
Division Chair will supervise the development of currJ.CUium standards, 
course content, outcomes, competencies and instructional objectives. 
QU~nCA'nONS ( Sbov these and rel.ated. qual' f1 c•~ em appl.icaticm.) 
-Master's degree related to one of the departments named above 
-Minimum of five years post-secondary teacbi.nq experience 
-Minimum of five years supervisory experience 
-community College experience requi.l::ed 
-strong organizational and commtmicaticns skills 
-Meet SACS criteria to teach in one of the proqrams within the 
diVl.Sl.On 
-Ability to communicate both verbally and in wri.tinq 
-Ability to_ encourage and practic~p.artic~patc;y management 
-Knowledge of TQM concepts, tools and t~ques 
-commitment to the ccmmnmi. ty colleqe concept 
-Ability to establish and maintain effective workinq relationships 
with faculty, staff, and administrators 
APPLICATION DEADI.Ilm 
All appllcaticns mast be recei.ved .in the Btlmall Resaurces department by 5:00 
p.m. ~i.day, May 27, 1994. 
ALL NEW EMPLOYEES PAID BY DIRECT DEPOSIT ONLY!! 
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Guilford Technical Community College 
Human Resources Depanment 
POBox309 
JamestOWn. NC Z72B2 
(91 D) 334482.2-4~ 1 126. ext. 2404 
All. APPUCANTS MUST COMPLETE A GTCC APPUCA.TION. A RESUME MAY BE 
AlTACHED, BUT IS NOT A SUBSTTlVTE. 
PIRECJOR SW.LL BUSINESS ASSISTANCE CENTER 
$ALARY RANGE: $29,110 - $40,754 eccellent Benefits 
APPOINTMENT PERIOD· Upon hire through June 30, 1996. Renewable upon 
suc:csssful corrqJietion of probationary period. 
lOCATION: Greensboro Small Business Assistance Center and High Point Campus 
JOSSUMM;RY 
This position reports to the Executive Director of Business and Industry Services, and 
is responsible for managing all facets of operating GTCC's Small Business Assistance 
Center in Guilford County. Responsibilities indude, but are not lirrited to: Identifying, 
developing, irrplementing, and providing both FTE and non-FTE instruction for 
mri<shops. courses, and trainina ~ concerning small business deve!opm::nt, 
growth, and manage!"i'erlt; PrtM~ing. refenal infoll' ~ti~and technical 
assistance in all aspects of small ·ness and entrepreneurship; fishing 
appropriate network of individuals and organizations to foster advancerrent of srTBJI 
busmess development Managing and adn"inistering the daily operations of the SBAC 
and its facilities; locating, Jntervie\Ning, and hiring qualified adjunct and part time 
faculty; Developing and asserrtlling resource rraterials, AV aids, corr;ruters. and 
sottvJare designed to assist small business operation. 
QUALIRLATIONS· 
- 85 Degree, rrinimum; Master's Degree preferred in business adr'rinistration, 
marketing, acccunting, education, or related field 
- Minimum 3 years experience in adult training; 3-5 years J'1'1a1lagerrent experience 
- Oern:Jnstrated ability to develop and market training programs, as \\ell as to teach 
adults in dasses, 'Mlrkshops, and other P11J91aJIS 
- Ability to mrk with cornrnmity, govemrrent, organizations and indMduals to foster 
support for SBAC 
- Ability to recruit. develop and coordinate support staff, induding volunteers, other 
Staff. and qualified faCUlty 
- Ability to understand, apply, and instruct business CCli11Jl.lter applications 
- KnC\Niedge of budget developrrent and adrrinistration 
- Knowledge of SBAC and DCC operating prcceclures 
- Abilitv to interact_ hC!IJT!Onious!y witn. intenal and external constituents CJ! the college 
APPLICATION PEAQUNE: Must be received in Human Resources Dept. by 5:00 PM, 
Friday, August 18, 1995. 
AU. NEW EMPLOYEES PAID BY DIRECT DEPOSIT ONLY!! 
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GUILFORD TECHNICAL COMMUNITY COLLEGE 
JOB DESCRIPTION 
L Identifying Data 
Job Title: Director 
Small Business Assistance Center lncwnbent: Gary C. Dent 
Dept./Div.: Small Business/Business and Industry Verified by: Karin PeWt 
Reports to: Executive Director, Business and lndustzy Services Date: April7, 1995 
n. Work Performed 
A. Job Summary 
The mission or the Small Business Assistance Center Director ia to create and 
nurture an entrepreneurial enviromnent within Guilford Coun.ty by: 
1. Providing leadership. advocacy 1111d coordination within the County in the area 
or small business DI.IIIUI&CDleDt, technical assistance IUld entrepreneurial development 
2. IdcntifyiD.Bo develop~ and lmplcmcntiq traditional u wcl.. o\& non-traditional 
t.rainin& propams in small business znan.aacment and entrepreneurial development 
3. Iden~ develop~ makin~ referrals and providi.u& ccnm•clin& in aU 
aspects or sma11 business operations and entreprencurahip 
4. Identifyin& and com.m.uni~ the needs or small businesaes to dcciaion 
makers and community leaders 
5. Cooperatin& witl1 and advis~ other oqanizationa in advancln& small business 
development 
6. Identify~ accumnJa+in&r and makin& available to the amall buaineas 
com.m.Wlity infonnationlll/ educational re80urc:es and statistical data: 
A. For identifyin& and exploit:lD& business opportunities 
B. For identifyin& and sk.irtiJ1& business barrims 
C. For developi.JlK busin- plana 
D. For analyzin& trends, impacts and results of activities 
11/'J/95 9:47AM Page #I 
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Toward the Goals of: 
1. Increasing the number of small businesses starting and operating in GuU!ord 
County. 
2. Increasing the survival rate of small businesses in GuU!ord County. 
3. Increasing the number of people employed in small businesses in GuU!ord 
County. 
4. Increasing the number of women and minorities owning small businesses in 
GuU!ord County. 
5. Increasing the overall financial strength of small businesses in GuU!ord 
County. 
The results of an effective Small Business Center include: 
1. An increasing number of jobs available through small businesses 
2. Diversification of the community's economic base 
3. A erow~ number of entrepreneurs 
4. !ncrerused inveet::lent in :nn:ill husin= :rtart-ups 
5. Increas~ innovation characterized by an inaeasing number of patents, 
copyrights, licensiD& agreem.ents, inventions. 
6. Increasing conversion of research break-throughs into commercial 
applications 
7. Recopiti.on and acceptance of the Center as the £oc:al point (Clearinghouse) in 
the COIDDlunity for am.all business inform.ation 
8. An increasin& awaren- within the community of the needs of small business 
9. An increaain& share of community resonrces ezpended on behalf' of small 
business 
10. Increased emollm.ent in sm.ai1 businesa courses. 
11. Increased ofl'eringa ofam.all buaineaa counes. 
12. Increased participation of buaJnes• .ervice p:rovidcn th:roup the Centel'. 
13. An inc:rea:dD& shan! of Community Colle&e resoUI'CeS expended on behalf of 
small businesses. 
14. An increasing now of investm.ent capital into am.all buaineaa start-upa. 
15. G:rowth in jobs in the Sm.all Buainesa Asaiatance Center to support expandin& 
programs. 
16. A I'Cduction in high-risk (£amble) business fo:nnationa and the associated 
personal losses. 
17. An in~ number of businesses in the i.nternatloual m.arketplace. 
B. Duties and Responsibilities 
1. Area or Program Responsibilities 
a. planpjng 
Needs assessm.ent; 
11/9/95 9;47 i\M Pag.: #2 
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Financial assessment; 
instructor recruitment, seiection and orientation; 
Tabloid data preparation; 
instructional materials review, ordering, receiving, inventorying and storage; 
SBA materials and audio-visuals orderiD.g and receiving; 
di=ct mall b:roch~ development aD.d ~p:rod'!!ction; 
securi.Dg maUing labels; direct mail processing, 
course approvals. 
Rewrite course descriptions for college catalo&. 
1. 
2. 
with SCORE 
b. Organizing 
Organizing training/ education programs 
Establ.ishin.lt and scheduling one-on-one technical assistance pro&raJDS 
3. Coordinating and consulting with other buainess providers 
4. Assembling business related literature, audio-visuals, periodicals 
5. DevelopiD& and faciUtptin& focus poups. 
6. Establishin& incubator facilities 
7. Providing access to small business computers and software 
8. DevelopiD& a DlllJla&mnent assessment center 
9. Maintaining a data base of business providers 
10. Collecti:lg ;me! p':lbli:;!ililg in!~=;~.tion Rpprcpr..;.te to s:n:ill b=m= 
operations in Guilford County 
11. Cooperative alliances 
12. Involved Advisory Com.m.ittee 
13. Serving as a catalyst to m.aDhal community reso~ 
14. Innovative programs, counes, workshops, teleconferences, seminars 
c. Application 
1. Providiu& access to sm.all buaincsa computers and aoftware 
2. DevelopiD& a IILIIJUI&ement asses•ment center 
3. Maintaining a data base of business providers 
4. Collecting and publishing information appropriate to sm.all businesa 
operations in Guilford County 
5. Cooperative alliances 
6. Involved Advisory Com.m.ittee 
7. Servin& as a c:ata1yat to marshal com.m.unity resources 
8. Innovative programs, courses, workshops, teleconferences, aem.inara 
9. Supervision of f'ull-tim.e and part-tim.e inatructora, maintenance of audit 
trail, coordinating/supervision o£ on-&oing cla-aes Monitoring quality of 
delivery,compliance with laws and replat.ions, int:eractlon with atudents, instructors, 
m.aterials follow-up, attendance records and -•es•ment, fee colJ.ec:tlon and accounting, 
parJUD& cieca1s, AV materials and equipment, student feed-back and requests, specialized 
materials for individual student support, facility access, furniahin&s, guest speaker 
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follow-up, marketing, cowse evaluation, certificates, :reports to SBA, DCC, GTCC; CLU, 
veteran and handicapped considerations, instructiug. 
10. Program Ad.m.inistratiou - Budgeting and budget revisions, decision 
packqes, purchasing, payroll and finance, book store, LRC, staff meeting&, cuniculum 
develop~neut, VP meetinas, monthly actiVity and financial :reports, budget transfer 
requests, policy manual updates, keepiJJ& current on today, advisory committee, goal 
setting, planning, sellin&. ima&e bniJding, &lllniD& recognition for the program., special 
:report& to keep other.s informed, celebratiou.s, :reaume :review, pen;onnel advertising, 
medical insurance, management JDanual updates, develop international business center. 
d. Record& and Evaluation 
Accurate records are to be maintained for claas attendance, monies handled, and 
dally omce duties. Evaluation of each coume will be requested of students at the end of 
the quarter. 
2. Administration 
omce Administration - Supervision, phone, mail, equipment and facility planning 
and mai.Dtenance, Housekeeping, secretuy interaction, daily "to-do" planntn~ 
SCORE/ ACE coUDSeung and :reports, Equipment inventory, vending JDachines, 
interaction with other auto body, brick la;yiu&, student :refenala, sec::urity, &igDage, work-
study student i.nteractioll.l', peraonnel evaluationa, job descriptions, overtime, SBAC 
policy manual preparation and updates, couriu. 
a. Report& 
Maintaining data for annual, quarterly and monthly reports - :required by the 
DepartJDent of Community Colleges, GTCC, and other organtza+ious lD.volved with small 
businesses. 
b. Financial Re&ponsibillty 
1. Budget-detenn..in.ing need& of Small Bns;ness A..aiatance Center ou 
quarterly and annual basis and staying within confines of budget limitations 
2. Control-maintaining constant &u.rvcillance of budget expenditures to stay 
withiD. J.Units of individual accounts 
3. Accountability-substantiating expenditures - beiug nec:esaary and 
important to effectiveness of SJDall Buaineaa Aaaiatauce Center and ita needs 
c. Student Relations 
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1. Availability 
Being avaiiabie to students on an indiviciuai as well as classroom basis. 
EncouragiDg students to grow and develop in all areas poasihle aa well as in their own 
fields of interest. 
2. Counseling - Phone connse1in&, face-to-face coun:;el!n&, Tu.rn-Around 
Counseling (In-house and on-site). 
d. Public Relations 
Maintaining good relations with all media aa well as organizations that we hAve 
allianc:ea with, includhlg SCORE/ ACE ChaptcD, NC White House Conference, G:reenaboro 
and High Point Chambers of Commerce. City and County Governments, planning 
departments, SBA, Department of CommUDlty Colleges, other small bualneaa centers, 
fede.ral and state government agencies, public llbruiea, unlvers1tles and colleges, IRS, 
entrepreneurial counclla, uade associations, computer uaer groups, SBDTC, small 
buainesa incubator committee, Triad Mlnorlty Supplier Development Councll, Triad 
MiDorlty Business Development Center, presentations in hJgh ach~ etc. 
e. Institutional Support 
~~ u.u C::mmittees, attendinK d.iviaion meetm&s and All PemoDnel Meetinp, 
NC DCC interaction and support, refen:als to other GTCC departments, schedule 
distribution. 
3. Profe&&ional Development 
a. Education 
Continued study at univeraWes and colleges to enrich knowledge ln amall 
bu11inesa and educational arenaa and pursue hJgher degrees. 
b. Technical 
Workshops, conferences, seminars, work·releuc, ASTD. Also keeping C1UTCnt 
through books, pamphlets, video tapes, !Uma, alldes, computer software, statlatlcal data, 
census data, community data, planning docwnents, SBA llterat:n.re, manuals, cllent 
statist.ic:a, tramc counts. 
4. Special Conditions 
ldentifyi.Dg areas of~ need, develop in& and adminia~ competency 
based courses, 'll'orbhops, seminars and conferences, clasa achednlln&. prumotion and 
marketin& of the curriculum, advising and rqisteriu& students, participatln& in staff' and 
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planning meetiDgs, servin& on assigned committees, counseHng with students and part-
time instnlctors, applying for p-ants and other sources of fiwulcial assistance. 
Assistiug with t:rainiJl& and support of part-time instructors, imp~ instructional 
design, monitorin& student propession, refining and developi.DK the curriculum, 
compiling and submitting reports and budget&, manoging fimmces, pW'Ch.asing, 
assemblin& and maintaining instnlc:tional materials, supplies and eqnipment;, 
internat.ionp1izing the curriculum, maintaining the small business :resource center, 
maintaining Cu.rnishings, Cacilities and equipment. 
m. Minimum Qualifications 
A. Knowledge, Skill& aDd AbUitie& 
Know and understand the small business entrepreneurial personality and relate 
instruction style. Use community resou.rcea to support the curriculum. Interrelate 
akllls with com.mUDity organizations in c:oordJnation of program. CoDDSelfng skills, 
both for academic counseling and amall bnsineaa connaemng Writing, J."C:se&rch and 
preaen.tat.lon skllla. Understanding of t:ralnJng and development techn.lques. Audio-
visual aldlls and records m.anagement sld1ls. AbWty to pla.D, make work a5slgnmenta, 
coordinate, coach, supervise, evaluate the pzog:reaa of others. AbWty to deal efl'ectlvely 
with ambJgnlty, multiple assignments, interruption&, imperf'ectlona, institutional policy 
and procedures. Ability to eatchllsb and maintain good workiDg .relatJon.abips with 
business and industry personnel, GTCC faculty, a1:afl", and students. One who in&pirea 
good feellwts and harmony. Pl'Oficiency in the uae of penonal computen ADd software 
in business. Exhibit knowledge and ahlill:y in the application of adult l.eannAag 
principles, learning styles, competency hued t:nWUng, inatmctlonal design and the 
application or state-of-the-art tech.Dology to the learDing p:roc:esa. Adept at 
transporting, se~ up an.d properly operati.Dg andlo-vi&ual equipment. 
B. Education and Experience 
Bachelor's Degreeminimum, ll4astem Depee preferred in finau.ce, mazketlng, 
management, accounting. education or related field. Docn..m.ented proficiency in adult 
Jea.rn.iu& facilltation in a buainess environment. Three to five yeaa experience in 
business, preferably Ali owner or your own busi.neaa. 
C. Working Conditions 
Many day ADd evening commitments. Works independently. Often. is only one in 
buildiD& with strangem coming in an.d going out. Frequent interruptions. Normal non-
hazardous enviroument. Excellent beu.eflts. 
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Job description 
Wake Technical Community College 
Health Ed 
Medical Office Assisting 
(Retyped due to poor reproduction of original document) 
DEPARTMENT HEAD- COMPETENCIES AND QUALIFICATIONS: 
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Minimum of Bachelor's degree in a related medical field or working 
toward that degree. Current unrestricted license as a licebsed 
practical nurse or registered nurse in North Carolina. Minimum of 
three years office experience. Prefer teaching experience with adult 
students. Ability to clearly communicate both orally and in writing. 
Able to demonstrate individual initiative and resourcefulness. Exhibit 
safe and efficient use of laboratory equipment. Must be ethical and 
professional in actions and appearance. Must have the ability to 
promote the goals of the college. 
--------------~~~-~-=·------- .. 
Wake Technical Community College 
Job Description 
I. Identification: 
A. 
B. 
c. 
D. 
Position Title: 
Service: 
Division: 
Department: 
Director of Community Programs 
Continuing Education Services 
Evening Division 
Community Programs 
II. Relationships: 
A. 
B. 
c. 
Reports to: 
Supervises: 
Other relationships: 
Evening Dean 
Office Assistants 
1. Instructional supervisors 
2. Other continuing education staff 
3. Business Office 
4. Registrar's Office 
5. Communications Office 
6. Department head, noncurriculum computer education 
7. N.C. Code Officials Qualification Board 
8. Notary Public Division, Office of Secretary of Stale 
III. Basic Functions: 
A. Supervise office assistants who provide clericial support for tile instructional 
supervisors and the department head for noncredit computer classes 
B. Schedule classes and recommend instructors for those classes 
C. Review Request for Refund forms 
D. Compile information for Continuing Education classes to be published in the 
Wake Tech Bulletin 
E. Provide documentation for payment of Wake County Community Schools fees 
IV. Responsibilities and Duties: 
A. Supervise office assistants who provide clerical support for the insttuctional 
supervisors and the department head for noncredit computer classes* 
B. Review Refund for Requests to determine eligibility and for accurateness after 
processing by office assistants and forward for further processing* 
C. Compile information for quarterly schedule of continuing education classes to 
be published in the Wake Teclz Bulletill* 
D. Provide documentation for payment of Wake County Community Schools fees 
for continuing' education classes held at Wake County Public School System 
sites to controller* 
E. Schedule continuing education classes* 
F. Generate part-time continuing education contracts* 
G. Recommend staffing of continuing education classes with part-time instructors* 
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II. Ensure that class records for wurinuing eum:alion courses arl' c.:liiiiJllt.'ll'U 
correclly and submilled on time for processing* 
I. Write schedule change fonns including cancellations* 
J. Determine if class has enough students to run* 
K. Act as contact for N.C. Corle Officials Qualification Board for scheduling its 
classes* 
L. Supervise continuing education instructors, some wilh the aid of instructional 
supervisors at their assigned locations* 
M. Evaluate instructors by visiting classes, observing lesson plan use and 
instructional delivery, by reading student evaluations, ami listening to student 
comments ant.! concerns* 
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N. Review continuing education instructor applications and interview and evaluate 
oral and written skills of prospective continuing education instructors* 
0. Orient part-time continuing education instructors to college procedures and 
matters concerning class records* 
P. Obtain necessary personnel records information for instructors• 
Q. Ensure continuing education instructors receive reprographic, audio-visual, and 
administrative support* 
R. Perform various duties such as registering conlinuing education studenls, 
answering questions from the public about courses, requesting materials for 
instructors, writing schedule change forms, and uelivering materials to 
instructors* 
S. Provide assistance to instructional supervisors 
T. Perfonn oUter duties as assigned 
V. Competencies and Qualifications: 
A. Ability to organize work and to prioritize time-sensitive requirements in order 
to meet deadlines 
B. Ability to communicate effectively orally and in writing using word processing 
skills 
C. Ability to work well with others 
D. Ability to supervise others 
E. Ability to calculate using arithmetic and algebra to generate a ~preadsheet 
F. Ability to use analytical and critical thinking skills 
G. Ability to fonnulate teaching and learning objectives and to oversee the 
development of continuing education courses 
ll. Possess valid drivers license and reliable transportation 
I. Hold a bachelor's degree in an educational or training-related area or master's 
degree with equivalent experience in a related area wiUt previous classroom 
teaching antl supervisory experience preferred 
1. Minimum: bachelor's degree 
2. Maximum: master's degree 
*Essential I1unctions 
Prepared by: _ ___.~o;;(\..::::;,~~~~""'="=-,;sJ=~4o!l1l>Lt?J:Ylf:..:::k!::::::::_ _ _ 
Approved by: __ --'<~>'F~""""'~.•,..._ ________ _ 
Date: /{) -1 r2.- 9....3 
Date:~/£-AI 1..::..3 .....,/f'-'3-
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JOB DESCRIPTION 
Job Title: Department Head, Civil Engineering Technology 
Division: Technical 
Date: June 30, 1982 
JOB SUMMARY: 
Coordina~es the academic ac~ivi~ies within his subject area. Primary respon-
sib~li~y is related ~o instruc~ion and in this capaci~y ~eaches core subjects in 
the Civil Engineering Technology curriculum and o~her allied courses for which 
qualified. Includes all o~her duties involved direc~ly or indirectly with this 
process. 
JOB DUTIES: 
1. Monitor the teaching and grading standards within academic area ~o insure 
that ·nese standards are uniformly maintained. 
2. Monitor curriculum to insure Institute objectives. 
3. Coordinate course documentation within department and recommend changes 
in course materials and conten~ where required. 
-4~ Advise Division Dean on matters relating to planning of instruction, 
including need for new equipment and personnel. 
s. Orientation of new facul~y. 
5. Coordinate with ins~ructors assigned laboratory responsibility on items 
such as supplies, equipment, maintenance and repair reques~s. 
7. Promote desirable student-faculty relationships between students and 
instructors in department. 
s. Selection of persons from industry for curriculum advisory committee. 
Regular·mee~ing with this committee for curriculum review and revisions 
when needed. 
•. 
9. Teaches courses, both lecture and lab, according to documentation in 
course outline, course description, and course advance sheet. 
184 
10. Performs course documentation duties for those courses ass1gned responslblllt)'. 
Duties include: 
a. Developing and updating course outline, course.description, and course 
objectives. 
b. Selection of text and continuing review of new texts. 
c. Determination of schedule of instruction and grading plan. 
d. Generation of tests structured to measure student comprehension. 
e. Development of laboratory assignments which reinforce learning from 
text and lecture and which measure students' ability to apply their 
knowledge in practical engineering situations. 
f. Development of supplemental instructional materials such as handouts, 
films, slides, video tapes, etc. 
11. Acts as advisor to curriculum students assigned involving: 
a. Maintaining records on each advisee's enrollment, courses taken, courses 
dropped, grades received, and progress towards graduation. 
b. Certification of each advisee's permit to register as being in best 
interest of student. 
12. May be assigned responsibility for laboratory and/or equipment. 
13. May be assigned work on a special committee occasionally, as time permits. 
14. May assist in outreach program by participating in various activities with 
high school students and counselors, as time permits. 
JOB SPECIFICATION: 
Schooling: Minimum: MS in Civil Engineering Technology. 
Experience: Minimum: Six (6) years of progressively expanding responsibilites in 
traditional Civil Engineering functions. Teaching experience desirable but not 
essential. 
-2-
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·. 
Suoervision: Must be able to perform normal duties with a mini~uc of supervision. 
Training: Receives no formal training. Some indoctrination for du:ies involving 
course documentation and reports. 
Communications Skill: The ability to communicate with the spoken and written word 
is critical. 
Resourcefulness: Must employ a great deal of individual initiative and resource-
fulness it order to teach subjects assigned in such a manner as to provide all 
students the opportunity to become proficient. 
Responsibility for Ooeration.of Instructional Equipment: Responsible for knowledge 
in operating audio-visual equipment, as well as knowledge in safe use of laboratory 
equipment. 
ResPonsibility for Laboratory Equipment: May be assigned responsibility for obtain-
ing and maintaining laboratory equipment £or instructio!"'"'.l purposes. 
ResPonsibility for Good Will and Public Relations: Must have ability to promote 
~he goals of the College. 
-3-
JOB DESCRII"TION 
Job Title: Instructor, Civil 
Division: Technical 
Date: June 10, 1982 
JOB SUMMARY: 
Engineering Technology 
Teaches core subjects in the Civil Engineering Technology curriculum 
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and other allied courses for which qualified. Includes all other duties involved 
directly or indirectly with this process. 
JOB DUTIES: 
1. Teaches courses, both lecture and lab, according to doc~~entation in 
course outline, course description, and course advance sheet 
2. Performs course documentation duties for those courses assigned respon-
sibility. Duties include: 
a. Developing and updating course outline, course description, and course 
objectives 
b. Selection of text and continuing review of new texts. 
c. Determination of schedule of instruction and grading plan. 
d. Generation of tests structured to measure student comprehension. 
e. Development of laboratory assignments which reinforce learning from 
text and lecture and which measure students' ability to apply their 
knowledge in practical engineering situations. 
f. Development of supplemental instructional materials such as handouts, 
films, slides, video tapes, etc. 
3. Acts as advisor to curriculum students assigned 
a. Maintaining records on each advisee's enrollment, courses taken, 
courses dropped, grades received, and progress towards graduation. 
-----· --- ·--------------
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b. Certification of each advisee's permit to register as being in best 
interest of student. 
~. May be assigned responsibility for laboratory and/or equi~ent.· 
s. May be assigned work on a special committee occasionally, as time permits • 
. ~ 
6. May assist in outreach program by participating in various activities with 
high school students and counselors, as time permits. 
JOB SPECIFICATION: 
Schooling: Minimum: AAS in Civil Engineering Technology. 
Experience: Minimum: Six (6) years of progressively expanding responsibilites in 
traditional Civil Engineering functions. Teaching experience ~esirable;but 
not essential. 
Supervision: Must be able to perform normal duties with a minimum of supervision. 
Training: Receives no formal training. Some indoctrination for duties involving 
course documentation and reports. 
Communications Skill: The ability to communicate with the spoken and written word 
is critical. 
Resourcefulness: Must employ a great deal of individual initiative and resource-
fulness in order to teach subjects assigned in such a manner as to provide all 
students the opportunity to become proficient. 
Responsibility for Operation'of Instructional Equipment: Responsible for knowledge 
in operating audio-visual equipment, as well as knowledge in safe use of laboratory 
equipment. 
Responsibility for Laboratory Equipment: May be assigned responsibility for 
obtaining and maintaining laboratory equipment for instructional purposes. 
Responsibility for Good Will and Public Relations: Must have ability to promote 
the goals of the College. 
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requirements of the job, and the individual is expected to put 
in the necessary time when and where he/she is needed. 
Members of the Faculty must have specific academic credentials 
due to the complexity of the subject matter they teach. 
certain external agenc~es such as licensing boards, approval 
a~e~cies, and/or accrediting associations impose certain 
m~n~mums. 
A. INSTRUCTOR 
The instructor is the ~rimary individual employed by the 
Colle9e to provide ~nstruction and conduct learning 
exper~ences for students. Instructors report to their 
respective department heads and are responsible for keeping 
their immediate supervisor informed about their areas of 
responsibility. 
1. Major Responsibilities - He/she is responsible for the 
effective delivery of guality instruction. The 
instructor is charged w~th the res~onsibility of 
providing occupational education learn~ng exper~ences 
to each student, thereby enabling that student to 
compete in life and the occupation. 
2. Major Duties: 
a. 
.b. 
c. 
d. 
e. 
g. 
h. 
i. 
j. 
k. 
1. 
To adequately and properly prepare for each class. 
To teach assigned classes, larnratories, and 
conduct clinical experiences in both the day andjor 
evening according to course documentation. 
Provides a comprehensive student assessment 
program, including the necessary academic and 
at~end~nce records to assign fair grades. 
Ma~nta~ns a ~rogram of safety. . 
Receives l~ve projects in accordance with 
established policy to ensure proper instruction. 
Generates course documentation for assigned courses 
which include course outlines, course descriptions, 
course objectives, review and selection of texts, 
development of schedule of instruction and grading 
plan, generate tests, develop laboratory 
assignments and experiments, and develop 
supplemental instructional materials such as 
handouts. 
Serves as advisor to assigned students. 
Maintains contact with business and industry. 
Serves on Colle9e committees, attends various 
meetings and part~ci~ates in re9istration. 
Attends and part~cipates ~n all available 
in-service opportunities. 
Assists in recruitment of students and the 
placement of graduates. 
Responsible for maintaining the equipment, the 
supplies, and the instructional facil~ty. 
ll-5 
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3. Major Competencies: 
a. Must have academic credentials and exper~ence 
required for the teaching of the subject area. 
b. Must be able to perform normal duties with minimum 
supervision. 
c. Must be proficient in communication skills, both 
written and spoken. 
d. Must demonstrate resourcefulness, initiative, 
enthusiasm, and a sincere interest in helping 
students reach their maximum potential. 
B. DEPARTMENT HEAD 
The department head coordinates all of the instructional 
and academic activities within the assi~ed department and 
his subject area. The department head ~s responsible for 
keeping the dean informed of the operation of the 
department. 
1. Major Res~onsibilities - This em~loyee has the primary 
responsib~lity for the superv~sion of instruction. 
This employee is the first-line manager of the 
personnel, supplies, equipment, and ·facilities of 
his/her department. 
2. Major Duties: 
a. 
b. 
c. 
d. 
e. 
f. 
g. 
h. 
Performs all the duties of an instructor plus 
others listed be~ow. 
Supervises curriculum development. 
Reviews changes in course documentation. 
Makes instructor assignments. 
Acts as liaison . in. intra-institutional 
communications. 
Evaluates transcripts. 
Maintains an inventory of supplies and equi~ment, 
and orders same to ensure continuous instruct~on. 
Evaluates each employee within the department. 
3. Major Competencies: 
a. Must possess al~ the competencies listed under 
instructor. 
b. Must demonstrate a fair and impartial attitude 
coupled with the abi~ity to supervise and manage 
people. 
SPECIAL NO~E: There are five additional categories within 
which the remaining employees of the College are 
classified. Those five categories . are Professional 
Non-Faculty; Clerical and Secretarial; Technical and 
Paraprofessional; Skilled Crafts; and Service/Maintenance. 
Generic job descriptions of all approved job titles can be 
found in the Library, the Office of Research, Planning, and 
Person~el, and the President's Office. 
11-6 
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3.04 
D. Manager 
A manager plans, organizes, and directs the activities of a group comprising 
several institutional suppon depamnems and offices. The manager ensures that 
departments and offices assigned to the group comply with College standards, 
policies, and procedures; periodically evaluates the performance of assigned 
departments. offices, and personnel; and coordinates assigned activities with 
other College groups. The manager receives administrative direction from a 
vice president and exercises direct and indirect supervision over the 
professional, administrative, and technical staff within the group. 
@ Director. Depanment Head 
A director or a department head assumes significant management ~sponsibility 
for the major function or educational program of study comprising a 
department and 
1. Assumes responsibility for program development, management, and 
evaluation. 
2. Assumes responsibility for the development and implementation of 
goals, objectives, policies, and priorities. 
3. Assumes responsibility for the preparation and administration of a 
program budgeL 
4. Assumes significant responsibility for a variety of personnel activities 
including appraisals, training, selections, and disciplinary actions. 
The depamnent head plans, organizes, and directs the activities of an assigned 
major program of educational study, receives general direction from a group 
dean, and exercises direct supervision over insttuctional, technical, and clerical 
staff within the depanment. 
The director plans, organizes, and directs the activities of an assigned major 
education suppon or institutional suppon function, receives general direction 
from a group manager and exercises direct supervision over professional, 
technical, and clerical staff within the Depamnent. 
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Mission Statement 
for the 
North Carolina Community College System 
The mission of the North Carolina Community College System 
is to open the door to opportunity for adults seeking to improve 
their lives and well being by providing: 
~ education and training for the workforce, including 
basic skills and literacy education, occupational and 
pre-baccalaureate programs; 
support for economic development through services to 
business and industry; and 
~ services to communities which improve the quality of 
life. 
Adopted by the State Board of Community Colleges, 10193 
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.0104 MISSION OF THE COMMUNITY COLLEGE SYSTEM 
The North Carolina Community College System is a statewide 
organization of public two-year postsecondary educational colleges with an open-
door admissions policy. Its mission is to provide adults in North Carolina with 
quality and convenient learning opportunities consistant with identified student and 
community needs. These opportunities are accessible to all adults regardless of 
age, sex, socio-economic status, ethnic 01igin, race, religion, or disability. 
Educational and training programs are designed to enhance the personal, social, 
and economic potential of the individual and produce measurable results to the 
state. The system fulfills this mission by providing: 
1. Vocational programs and courses for students desiring to prepare 
for skilled trades or to upgrade their job skills; 
2. Technical programs and courses that meet the career needs of 
individuals; 
3. Transferable programs and courses for students desiring to attend 
a senior college or university; 
4. Special occupational training and upgrading programs and 
services for businesses, industries, and agencies; 
5. Programs and courses in adult basic education, high school 
completion, and continuing education; 
6. Counseling, career guidance, job placement services, and other 
programs essential to developing the potential of individual 
students; 
7. Programa and services to enrich the quality of community life; 
8. Effective and cooperative relationships with the schools, colleges, 
unicersities, government agencies, and employers accross the 
state; and 
9. Sound management practices and systematic planning to allocate 
the resources required to achieve the stated objectives of the 
North Carolina Community College System. 
History Note: Statutory Authority G.S. 1150-1; 1150-5; 1150-B; 
Eff. September 1 , 1993 
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115d-4.1 College transfer program approval. 
(a) Enrollemnt in the college transfer program of a community 
college that offered this program before July 1, 1987, shall not exceed its 
current percent of college transfer enrollmenmt or fifteen percent (15%) of 
the institution's total budget full-time equivalent students or 132 full-time 
equivalent students, whichever is greater. The State Board of Community 
Colleges may, in its own discretion, make exception to this requirement 
where the inherent market demand of a community causes an institution 
to exceed the fifteen percent (15%), or its current enrollment percentage. 
(b) The State Board of Community Colleges may approve the 
addition of the college transfer program to a community college. If 
addition of the college transfer program to an institution to an institution 
would require a substantial increase in funds, State Board approval shall 
be subject to appropriation of funds by the General Assembly for this 
purpose. 
(c) Addition of the college transfer program shall not decrease an 
institution's ability to provide programs within its basic mission of vocation 
and technical training and basic academic education. Enrollment in the 
college transfer program shall not exceed fifteen percent (15%) of an 
institution's total budget full-time equivalent students or 132 full-time 
equivalent students, whichever is greater, in each institution where the 
college transfer program is added after June 30, 1987; provided, 
however, the State Board of Community Colleges may, in its own 
discretion, make exceptions to this requirement where the inherent 
market demand of a communiuty causes an institution to exceed the 
fifteen percent (15%). 
(d) The State Board of Community Colleges shall develope 
appropriate criteria and standards to regulate addition of the college 
transfer program to institutions. The State Board is authorized to apply 
the criteria and standards for addition of the college transfer program 
adopted as a proposed rule at its AprilS, 1987, meeting until modified 
through the rule-making process. (1987, c 564, s.4) 
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